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ABSTRACT 

Career advancement barriers (work-life balance, mentoring support, gender stereotypes, and 

training and development) among women employees is a major concern by individuals who are 

still under employment in any organizations. Therefore, this concern is not only involving the 

employees but also the organization. In order to achieve career advancement, job performance has 

become a consideration and it has been proven that it contributes to career advancement in the past 

studies. The purpose of this study is to examine on the barriers of career advancement and how 

does it influence and give impact towards the job performance of female employees in medical 

field in Kota Samarahan, Sarawak. In this study, questionnaires were distributed to 70 female 

employees in this particular field. Pearson Correlation were used to test the hypotheses of this 

study. All of the hypotheses were accepted. Thus, the results of the study indicated that the barriers 

of career advancement have a significant relationship with job performance. The findings of the 

study may provide beneficial information to the organizations, HR practitioners, and future 

researchers for the purposes of enhancing the barriers of career advancement among women 

employees towards their job performance.  

 

Keyword: Career success, job performance, work-life balance, mentoring support, gender 

stereotypes, training and development 
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ABSTRAK 

Halangan kemajuan kerjaya (keseimbangan kerja-kehidupan, sokongan bimbingan, stereotaip 

jantina, dan latihan dan pembangunan) di kalangan pekerja wanita menjadi perhatian utama 

individu yang masih dalam pekerjaan di mana-mana organisasi. Oleh itu, kebimbangan ini bukan 

sahaja melibatkan pekerja tetapi juga organisasi. Untuk mencapai kemajuan kerjaya, prestasi 

kerja telah menjadi pertimbangan dan telah terbukti bahawa ia menyumbang kepada kemajuan 

kerjaya dalam kajian yang lalu. Tujuan kajian ini adalah untuk mengkaji halangan kemajuan 

kerjaya dan bagaimana pengaruhnya dan memberi kesan terhadap prestasi kerja pekerja wanita 

dalam bidang perubatan di Kota Samarahan , Sarawak. Dalam kajian ini, soal selidik diedarkan 

kepada 70 pekerja wanita dalam bidang ini. Pearson Correlation digunakan untuk menguji 

hipotesis kajian ini. Semua hipotesis diterima. Oleh itu, hasil kajian menunjukkan bahawa 

halangan kemajuan kerjaya mempunyai hubungan yang signifikan dengan prestasi 

kerja. Penemuan kajian ini dapat memberikan maklumat yang bermanfaat kepada organisasi, 

pengamal SDM, dan penyelidik masa depan untuk tujuan meningkatkan halangan kemajuan 

kerjaya di kalangan pekerja wanita terhadap prestasi kerja mereka. 

  

Kata kunci: Kejayaan kerjaya, prestasi kerja, keseimbangan kerja-kehidupan, sokongan 

bimbingan, stereotaip jantina, latihan dan pembangunan 
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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction 

This research discussed about the factors affecting barriers of career advancement 

towards job performance of women employment. There are several significances that can 

comprehend about the investigation of this topic towards female employees of public medical field 

in Kota Samarahan, Sarawak. This research is being conducted using quantitative method to 

explore about the factors affecting barriers of career advancement towards job performance of 

women employees on medical field of public clinics in Kota Samarahan, Sarawak.  

This chapter covers about the background of study, problem statement and research 

objectives. Besides, it also covers about the research question, significance of study, limitation of 

study and definition of terms.  

 

1.2 Background of Study 

 The main focus of this research is to explore wider on the barriers of career advancement 

and how does it influence and give impact towards the performance of female employees. 

Recently, unequalled workforce composition changes had resulting in women’s  participation in 

the  workforce (Adhikary, 2016). However, the numbers of women employment can differ 

significantly within the organization, with more women appointed to junior level roles (Adhikary, 

2016).  According to Abalkhail (2019), women with higher education should be given opportunity 

to participate in the workforce to maintain the economic sustainability, therefore, with higher 

education, women can lock themselves from the hidden gender discrimination in organization.   
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Recently, women employment in the workforce has gained significant attention from the 

viewpoint of career advancement.  In the perspective of the increasing number of women in the 

workforce, which is consider normal, only a very small minority holding top-level positions in the 

industry and public administration (Adhikary, 2016). In order to hold higher level management 

positions, women are still seen as fragile, sensitive and unaggressive. It is noticed that 

discrimination on gender tends to scale up to the senior level (Nilufer Azeez & Priyadarshini, 

2018). Today, especially in science sector, women’s under-representation in top managerial level 

has become a major issue in politic, and there is a large research body which focuses on gendered 

socialization processes, the educational system and the problems of reconciling work and family 

life (Thege, Popescu-Willigmann, Pioch, Badri-Höher, & Wanka, 2014).   

 

1.3 Problem Statement 

The involvement of women labour force is one of the crucial changes for the last decades. 

Hence, women had achieved a significant progress due to their participations in the industries. 

However, the number of women in decision-making, especially in the public sector, is still very 

limited. (Saadin, Ramli, Johari, & Harin, 2016).  

In the past studies, women’s career growth are often hindered by restraints (social 

expectations and responsibilities placed on women that may limit their career potential), 

constraints (internalized patterns of behaviour and attitudes that result from gender socialization), 

and barriers (external variables as overt and covert discrimination that make entry or advancement 

in a field more difficult for women than men) (Adhikary, 2016). Socialization is a theory that 

explain the women’s under-representation. In line with this, women involvement advocates focus 

on building and exploiting informal and instrumental relationships to attain leadership roles 

(Adhikary, 2016). However, with the increasing tendency in the number of woman employment, 
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the proportion of women at upper levels are still very small. Hence, gender does not play a crucial 

role in a person’s ability to lead (Alfarran, Pyke, & Stanton, 2018).  To simplify, although the 

involvement of women employees increased in labour force, workforce composition is highly 

monopolized by masculinity.  

 On a side note, estimated 500,000 of Malaysian women are “missing” from the labour 

force. These “missing” are often found that Malaysian women are prefer to seek better opportunity 

abroad (Saadin et al., 2016). Therefore, changes in family and work commitment and other aspects 

are crucial for women to maintain their skills. The management barriers for women, particularly 

in public sector are still exist worldwide. Researchers conclude that, on the evidence of a 

significant number of studies, there is still a view of "think manager, think male" syndrome that is 

considered globally especially among males in the public sector (Saadin et al., 2016). As stated in 

Saadin et al. (2016), the condition of integrating professional women in Malaysia, especially in 

the workforce or higher management roles are yet to be a sensitive problem that needs to be 

discussed. With the existence of education and the changing role that women have played, they 

are still managed to engage in the public administration and upgrade to upper management level. 

Some may assume that women may or may not participate in the labour force once they are married 

and raise children. However, most of women today are still following this career pattern although 

may some women are still prefer to stay in the labour force (Saadin et al., 2016).  

 Women progressed slower in organization compares to men. They often figure themselves 

in a tough situation when they have to decide between their family obligations and their career 

development (Sakshi Sharma & Kaur, 2019). Besides, women appeared to spend more hours on 

family activities than men, but the hours of work were equal for men and women. (Yet-Mee, Luen 

Peng, & Chan Yin - Fah, 2013). Therefore, the total time and energy spent on family and work 

was too intense for women to perform all tasks well or happily (Yet-Mee et al., 2013). 

Traditionally, society has consistently stated that the place of women is at home (Saadin et al., 



12 
 

2016). Women's slow progress to higher levels of the organization often results from having less 

fully developed informal networks than men. Women tended to use their informal networks where 

men were more instrumentally active to promote their careers. Therefore, women missed out the 

opportunity to “schmooze with decision makers” (Nilufer Azeez & Priyadarshini, 2018). 

Therefore, a study on barriers of career advancement towards job performance of women 

employment should be well focused and to be examined more in Malaysian context.  

1.4 General Objective 

To identify on the barriers of career advancement and how does it influence and give impact 

towards the job performance of female employees.  

1.4.1 Specific Objectives 

The specific objectives of this research include:  

i. To understand on the understanding of barrier of career advancement towards job 

performance.  

ii. To determine factors contribute to barrier of career advancement towards job performance.  

iii. To understand the implications of barrier of career advancement towards job performance.  

 

1.5 Research Hypothesis 

The aim of this research is to explore the understanding, factors contribute and implications of 

barrier of career advancement towards job performance of female employees.  

Research hypothesis 1: There is a significant relationship between work-life balance and job 

performance. 
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Research hypothesis 2: There is a significant relationship between gender stereotypes and job 

performance. 

Research hypothesis 3: There is a significant relationship between mentoring support and job 

performance. 

Research hypothesis 3: There is a significant relationship between training and development and 

job performance 

1.6 Conceptual framework 

 In this research, the conceptual framework is as shown in Figure 1.1. The first part is the 

independent variable, which comprise barrier of career advancement. In this study, barrier of 

career advancement consists of four items including family-work balance, institutional 

discrimination, lack of mentoring, and limited training and development opportunities. The second 

part is dependent variable, which is job performance.  

 

 

 

 

 

Source: Adapted and modified from Saadin et al. (2016), Shweta Sharma, Gangwani, & Al Fryan 

(2019), Yet-Mee et al. (2013) 

  

Independent variable 

Barriers of career 

advancement 

(work-life balance, gender 

stereotype, mentoring support, 

training & development 

opportunities) 

 

 

 

Dependent variable 

Job performance 

 

 

Figure 1. 1 Conceptual Framework 
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1.7 Significance of study 

 This study contributes to enhance knowledge about the importance of women participation 

in an organization. Besides, it is also focused on the barriers affecting career advancement of 

women employment. This study contributes to outlining factors and implications that may 

contribute to the barrier of career advancement of female employees towards their job 

performance.  It is crucial for the organization to have the audacity to trust women participation in 

the workplace for them to achieve their career. Therefore, organization should perceive that 

women have the credibility and potential to pursue their career, similar to the men. Hence, women 

participation in the organization can effectively runs the organizational management smoothly.  

 Next, this study also helps to identify that gender stereotypes still exist in today’s world, 

where the workforce monopolized by the masculinity. Women involvement in the labour force 

often called as weak and under-represented. Therefore, the result of this study can provide ideas 

and awareness to the organization that the women employment is beneficial and brings betterment 

to the management as well as the growth of the organization.  

 Lastly, this study may provide new source of references for the future researcher that are 

interested in carrying out similar research. Besides, the findings from this study might help to 

facilitate in conducting different research by providing information related to women employment 

and career advancement.  

 

1.8 Limitation of Research 

 There several limitations in conducting this research. First, the respondents of this research 

are made up of women medical staffs from selected public clinics in Sarawak, which is from Kota 

Samarahan. Only employers from the selected city have been selected to provide data for this 
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study. Therefore, the results interpretation is only limited to local context. Next, another limitation 

in conducting this research is that this study is least execute in Malaysia especially among women 

employment in medical field. Besides that, the respondents’ personal knowledge and experience 

might affect the interpretations and conclusions related to the research. Hence, the data gathered 

is limited and less information can be retrieved.  

1.9 Definition of Term 

Table 1.1 Conceptual Definition and Operational Definition of Terms 

Definition of Term Conceptual Definition Operational Definition 

Career Advancement Career advancement is 

usually conceived as in the 

management ranks there is 

promotion and increasing in 

salary, and it was explained 

by the organizational, 

interpersonal, and individual 

theories (Nur Azreen Bt Ab 

Hadi, 2019). 

Career advancement is a 

process by which employees 

across their field uses their 

skill sets and determination to 

achieve new career goals and 

challenging job opportunities. 

Career Definition of career is about 

one's person work 

experiences over time. Other 

than that, subjective careers, 

it reflects that person sense 

about his or her career and 

Career is a progress and 

action taken by an individual 

in their life for their job. To 

simplify, career is about the 

title earned, jobs held and 

works that accomplished in a 
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what they will become 

(Nilufer Azeez & 

Priyadarshini, 2018).  

long term of time. Employees 

that changed jobs often are 

easily to get advancement in 

their career. 

Work-life balance Work-life balance is a state of 

equilibrium in which an 

individual prioritize the 

demand of his/her career and 

the demand of his/her 

personal life (Sanfilippo, 

2020). 

Work-life balance refers to 

the prioritization level of an 

individual towards his/her 

personal and professional life.  

Gender Stereotype Gender stereotype refers to 

overgeneralization of 

attributes, characteristics and 

differences of a group of 

individual based on gender 

(Liu & Ngo, n.d.-a).  

Gender stereotype is a 

generalized view towards 

characteristics or attributes 

that possessed by man and 

woman or roles that should 

be performed by man and 

woman.  

Mentoring support Mentoring refers to a 

relationship that developed to 

give support and build 

confidence to the mentee in 

helping them to take control 

Mentoring is a supportive and 

positive relation between 

mentor and mentee in 

encouraging people to 

develop potential.  
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on their development and 

work (Yet-Mee et al., 2013) 

Training and development  Training and development is 

a program provided with 

information and instruction  

develop by the organization 

to enhance skills and 

knowledge of employees in 

performing better specific 

tasks (Azmi, Ismail, & Basir, 

2012).  

Training and development 

refer to a program in helping 

employees to learn new skills 

and knowledge in order to 

improve their performance in 

their current roles.  

   

1.10 Conclusion  

As a summary, this chapter discuss about the introduction and overview of this research 

which is the barriers of career advancement towards job performance of women employment. 

Among important areas that were discussed includes the background of study, problem statement, 

research questions, and research objective. Next, a conceptual map was crafted to depict the 

independent variable and dependent variable, followed by significance of study and limitation of 

study which focused on the problems faced by the researcher. Lastly, this chapter ended with 

definition of terms, explained conceptionally definitionally. The next chapter will focus on 

literature review.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

 This chapter gathered and gained significant and insightful knowledge from various 

sources such as articles and journals which are related to this research about women career 

advancement. In this chapter also focus on career advancement among women regarding that past 

research that are related and recognize the flow of understandings.  

 

2.1  Issues related to topic and past similar findings 

2.1.1 Barriers in women’s career advancement 

 Barriers refer to as cause, phenomenon or occurrence that control or prevent access to 

individual from making progress. Barriers that real or perceived by the recipient, can be tangible 

or intangible. In today’s world, most of the organizations are competing to hold on their best 

women employees. However, according to Saadin et al. (2016) , the emergence of barriers, such 

as biasness and glass ceiling, makes it hard to do so. Therefore, it is important to recognize the 

obstacles faced by women in order to conquer the glass ceiling and eliminate the challenges faced 

by women from leveraging their ability and to consider career strategies used by successful women 

to overcome barriers related to work-life balance.   

 Career advancement is used in an organized approach to align the objective of an individual 

with the expectations of an organization. According to Kow Kwah & Lee (2012) as cited in Saadin 

et al. (2016), career advancement is characterized as an individual behavioural mechanism that 

influence choice of profession, integration of positions, career pattern and identification, decision-

making style and work values. There are several reasons for career advancement to be recognized, 

including optimizing existing performance, encouraging employees to take advantage of potential 
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employment, and reaching corporate priorities and objectives. On a side note, previous study 

indicates that, women’s career advancement has become more complex than men, and they have 

to set aside career growth and education in order to give more focus on work and family life 

(Saadin et al., 2016). This condition posed a conflict between the fulfilment of the obligations of 

the job and the duty to the family.  

 According to Karen (2013) as cited in Saadin et al. (2016), as more women joining the 

workforce in today’s world, their inability to climb the top managerial positions often become a 

research and debate. Women often face barriers to progression within the workplace, which are 

not experienced by the male co-workers. In other countries, women may still experience glass 

ceiling despite the specialized skills they obtained. Research findings confirm that career 

blockages for women emerge much more earlier than for men, due to women step up to the 

management ranks, they repeatedly face glass ceiling (Saadin et al., 2016). As cited in Saadin et 

al. (2016), Barker and Monks (1998) indicate that there is less empirical research literature on 

gender roles in organization which emphasized on civil service industry. They stated that career 

barriers to a certain point in the hierarchy can be broken down by certain female employees, but 

beyond that level, women may face more rigid barriers that are harder to control (Saadin et al., 

2016).  

 

2.1.2 Career Advancement 

 Career advancement can be characterized as a one-person behavioural process, and the 

effect can contribute to career integration, work decisions, decision-making styles, job values and 

career patterns. According to Lipman (2013) as cited by Nur Azreen Bt Ab Hadi (2019), career 

advancement is an important component of employee satisfaction and retention at a company. To 

simplify, career advancement can be defined as an effort of someone struggling to reach the top 

position in an organization. It also means people acquired experience in a multi-professional field 
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in order to establish a multi-talented and specific role for oneself. The indispensable aspect of an 

appropriate career advancement strategy is to provide employees with additional activities that 

contribute to the growth or improvement of their jobs, to improve their skills, to offer career 

advancement plans to employees that support objectives, and to adjust their roles of achievement 

and acknowledgement by promotions (Nur Azreen Bt Ab Hadi, 2019).  Based on Koh (2012) cited 

by Nur Azreen Bt Ab Hadi (2019), in Asian culture, power means conquered by men. It is hard to 

find women involved in a higher position in any Asean countries. However, in today’s world, 

women are becoming more educated and ambitious, have the flexibility to manage and balancing 

work and life with the help of advanced technology provided in order to achieve higher standard 

of livings and their career growth.  

2.1.3 Work-life balance 

 In past studies, work-life benefits often viewed as a solution in helping female employees 

balance their work and their career. Work-life benefits refer to services and strategies designed to 

help women employees cope with the conflicting pressures of life, work and family. Therefore, 

there are a few examples of work-life benefits including flexible working hours, compressed work 

weeks, job sharing, telecommuting, paid time-off plan, childcare benefits, managerial work-family 

training, on-site childcare centre, and many more (Yet-Mee et al., 2013). Work-life balance 

strategies and initiatives concentrate on eliminating societal obstacles gender-based to women's 

development. A recent studies have shown that women employees are seeking advantage of 

flexible work arrangements to pursue their career goals and balance the complexity of other 

commitments (Ahmed, Mai, Elder, Rodriguez, & Yaster, 2014).  

 On a side note, the implementation of organizational work-life programs has shown to 

reduce work-family conflict, however, women employees are continue to face difficulty to receive 

proper facility and support from the organizations in order to avoid conflicts between work and 

non-work related roles. According to Kargwell (2008) cited from Yet-Mee et al. (2013), women 
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often received less support from the organizations in carrying out their responsibilities. Besides 

that, based on a qualitative research by Broadbridge (2008) cited from Yet-Mee et al. (2013) shows 

that most organizations are not willing to provide proper facilities such as childcare center to assist 

women employees in carrying out their work and non-work responsibilities, in which providing 

such facility might cost a huge amount of penny. Hence, female employees with children have 

encountered various work-home conflicts caused barriers towards their career.  

 In past studies, larger organizations tend to have more formal policies, however, the line 

managers become more influence and can be a barrier to employees’ career development. Besides 

that, managers may play an important role to keep the work-life programs succeed as they create 

the explicit and implicit decisions on the adoption of workplace practices (Yet-Mee et al., 2013). 

In addition, managers also need to ensure the effectiveness of work-life policies and strategies as 

they are the encouragement tools to integrate their work and non-work commitments. However, 

some managers are remained ignorance over the application of work-family policies and strategies. 

 

2.1.4 Gender Stereotypes 

 According to Heilman (2001) as cited from Saadin et al. (2016), leadership often occurred 

to be prejudice and discriminatory due to the absence of detailed and precise guidelines. It has 

been argued that gender bias occurred due to the lack of women participation in organizations. 

Gender stereotypes are significant barriers that influence the women employment in organization. 

Such perceptions can lead to the under-evaluation of the competencies of women and hinder the 

recognition they are entitled to obtain, especially when women perform well in male-oriented areas 

(Saadin et al., 2016). Hence, gender stereotypes could highly influence the recruitment of female 

employees. Based on the studies by Heilman (2001) as cited from (Saadin et al., 2016), the women 

employment in private and public sector has been highly subjective and often leads to inequalities 
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between male and female employees in promotion opportunities. Moreover, evidence indicates 

that the absence of systematic requirements and well-structured directions on recruitment 

procedure is a potential reason for the presence of prejudiced decision-making, which impacts the 

advancement of women in many organizations into senior managerial positions. 

 In addition, uncertain guidelines provide a discretionary view of what is regarded 

acceptable compares to objective guidelines which focused on equality. In such environment, 

gender stereotypes will often occur. Past studies showed that women potentials and capabilities 

are not fairly treated and evaluated, in which leads to biasness. Besides that, few past studies also 

indicated that women employees were significantly performed better in many skills that requires 

effective leadership than their co-workers. According to Green et.al (2004) cited from (Saadin et 

al., 2016), salary payment should be given fairly and justice to women and men as they performed 

the same tasks. Some organizations especially in the heavy industries which are highly dominated 

by men, female employees usually found in administration division with lower pay. This implies 

that men have often been given the power to hold higher roles in the organization than women due 

to gender stereotypes (Saadin et al., 2016; Yet-Mee et al., 2013).  

2.1.5 Mentoring support 

 Mentoring is a concept commonly used to characterize a relationship between a less skilled 

individual, a mentee or a protégé, and a more experienced individual known as a mentor. 

According to Aryee et.al (1996) cited from Yet-Mee et al. (2013), mentoring relationship has 

increased employee productivity and enhanced organizational commitment as well as lower the 

employee turnover rate. Besides that, mentors are also defined as people committed to providing 

guidance to junior members in an attempt to eradicate organizational barriers and improve the 

upward growth of their protégé (Abalkhail, 2019). Based on a study by Maxwell (2009) as cited 

from Ahmed et al. (2014), mentoring programs will enhance the career development of female 
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mentees by contributing to the enhancement of the gender equity in management. Moreover, 

mentoring is also about increasing women’s opportunity in labour force.  

 In the past studies, mentoring relationships have been regarded as a major factor in the 

development of women's careers, and obstacles to women's success in organizations have been 

identified (Yet-Mee et al., 2013).  However, researchers reported that women are facing difficulties 

in searching for mentor. Women employees especially in male-dominated organizations often 

experience limited mentoring opportunity. Moreover, women were socially discouraged from 

informal mentoring relationships and had greater difficulties in obtaining informal mentors to the 

same level as their male co-workers (Adhikary, 2016; Yet-Mee et al., 2013).  Based on a study by 

Kanter (1977) as cited from Yet-Mee et al. (2013), the male managers often prefer to sponsor or 

mentor other male employees rather than female employees. Thus, the consequence of women's 

restricted access to informal mentors is seen as disadvantageous because they were refused access 

to this sort of connection and, as a result, missed the significant benefits gained by male mentors, 

including better job outcomes. Therefore, this shows that women employees are still facing limited 

mentoring opportunities.  

2.1.6 Training and development  

 Training and development can be described as the process of preparing employees with 

new skills or encouraging employees to improve deficiencies in their performance. Besides that, 

training’s objective is to assist the employees to gain and enhance their skills and productivity for 

the betterment of their career growth as well as to improve their career advancement. According 

to Mondy et.al (2002) as cited from (Yet-Mee et al., 2013), training and development are 

organizationally oriented experiences aimed at enhancing employee competencies and improve 

organizational efficiency. According to Yet-Mee et al. (2013), individuals want to develop their 

skills, education and job experience, resulting in payoffs in their careers as well in pay and jobs. 

In addition, education is important as to increase pay and managerial level by enhancing skills, 
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knowledge, problem-solving skill, and productivity. Hence, education, efficient training and work 

experiences are main keys in encouraging career advancement. According to Burke and McKeen 

(1994a) as cited from Adhikary (2016), women employees with higher level of education and 

involved in training activities are more likely to be more committed to the organization and have 

higher career prospects than the male employees. To be more specific, women's participation to 

senior managerial role is strongly linked to their improved knowledge and capabilities 

improvement that have been made available to them during their careers. On a side note, 

knowledge, skills, credentials and credibility can be developed with more trainings that will be 

beneficial for promotion (Yet-Mee et al., 2013). Hence, education and training are an important 

duo for career development of women employment.  

 In the past studies, women in management should be given equal opportunity to participate 

in training and development same as the men. It is normal for women to receive less training and 

development, less visible, complex and risky working environment, occupations that use skills 

such as nurturing, which are typically feminine and historically less recognized (Yet-Mee et al., 

2013). Besides that, training is an essential source for the women as they are given less 

opportunities to gain skill and knowledge through work experience and job assessment. Therefore, 

many women in higher positions agree that they are limited opportunities for professional 

development than men in the organizations.  

 

2.2  Theory/Model related to the study  

  Social Role Theory 

 A fundamental question about human life is why men and women, boys and girls, act 

differently in certain situations, but equally in others. There is no discipline that gives a sovereign, 

overarching statement, but each discipline prefers certain types of causes (Eagly & Wood, 2012). 
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In short, we argue that gender differences and behavioural similarities reflect gender role 

perceptions that, in turn, depict people's views of the social roles of men and women in the society 

in which they live (Liu & Ngo, n.d.-b). In the heavy industrial organizations, for instance, men are 

preferably to be employed compares to women, especially in the managerial position, and women 

employees are more likely to be in the administrative department only. According to Eagly & 

Wood (2012), men and women are differently set apart in nature as a result of man's changing 

physical sex differences, in which men are stronger, faster and heavier, and women conceived and 

nurses children.  

Therefore, due to the physical differences, only certain activities can be accomplished by 

one sex or the other depending on the society’s perception and culture. Society often regards the 

behaviour of women and men the cause of gender role to happen and indicate that the genders 

have corresponding disposition (Sakshi Sharma & Kaur, 2019). As a result, with the sex specific 

roles they equipped, men and women have assumed to embody attributes. Therefore, those 

characteristics often occur in gender stereotypes or gender role beliefs. In daily life, men and 

women carry out those gender roles as a part of their specific social roles as parent or employee.  

According to Sharma & Kaur (2019), gender roles often appear as natural and inevitable as it 

seems to mirror innate behaviour of sexes. Through these beliefs, people are constructing gender 

roles that are responsive to society and the environment factors and still tend to be stable, inherent 

properties of men and women for individuals within society.  

According to Eagly (1987) as cited from Liu & Ng ( n.d.), in social role theory, people act 

in accordance with the prejudices pertaining to social functions they perform, including their 

gender roles.. Gender role orientation indicates that traditionally gender-stereotyped traits occur 

which men and women believe the existence of it (Liu & Ngo, n.d.-a). According to Sharma & 

Kaur (2019), gender role orientation consists of two components which viewed in a different 

variable:  
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i. Masculinity refers to aggressiveness, independence, dominance, and ambitious 

which traits are possessed by males, and: 

ii. Femininity refers to compassion, understanding, high sensitivity and warmth which 

traits possessed by females.  

In a nutshell, societies should consider an extensive socialization to promote personality 

skills and traits to ease role performance and to equip men and women for their commitments both 

family and career. Additionally, through biological and psychological processes, gender roles may 

influence individual’s behaviour.  
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CHAPTER THREE 

METHODOLOGY 

3.0 Introduction  

 In this chapter, the methodology of this study is discussed which includes the research, 

design, population, sample and sampling procedure and instrument used in this study to gather 

sufficient data for the findings. Not only that, this chapter also covered the pilot study, validity and 

reliability of the study where the coefficient value obtained by using SPSS. Next, in this chapter, 

ethics of the study, data collection procedure and data analysis procedure of the study is also 

discussed. This chapter ends with a summary.  

 

3.1 Research Design 

 For this study, the method used is quantitative approach. Quantitative methodology is used 

to acquire information pertaining to this study. Besides that, the instrument used in this study to 

collect data for the relationship between the independent variables and the dependent variable is 

closed-ended questionnaire. Furthermore, the instrument used will be distributed to the target 

population. In this study, the independent variable (work-life balance, gender discrimination, 

mentoring support and training dan development opportunity) are tested by using correlation 

study. Furthermore, the causal direct relationship on how the independent variables (work-life 

balance, gender discrimination, mentoring support and training dan development opportunity) 

affect the dependent variable (job performance) are also shown in the study. Next, Pearson 

correlation will be tested in SPSS (Statistical Package for Social Science) helps to determine the 

relationship of the variables and how will it significantly affect one another. Moreover, this method 

suits the study as the objective of this study is to identify on the barriers of career advancement 

and how does it influence and give impact towards the job performance of female employees. 
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3.2 Population, Sample & Sampling Procedure 

 Population refers to a group on which the details need to be examined. Therefore, the 

targeted population in this study are 70 female employees of Klinik Kesihatan Kota Samarahan, 

Sarawak. Moreover, sample is a group where the information is gained. Furthermore, the sample 

sized will be determined by the table from Krejcie and Morgan (1970).  

Table 2. 1 Krejcie & Morgan’s Sample Size Determination Table 

N S N S N S 

10 10 220 140 1200 291 

15 14 230 144 1300 297 

20 19 240 148 1400 302 

25 24 250 152 1500 306 

30 28 260 155 1600 310 

35 32 270 159 1700 313 

40 36 280 162 1800 317 

45 40 290 165 1900 320 

50 44 300 169 2000 322 

55 48 320 175 2200 327 

60 52 340 181 2400 331 
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65 56 360 186 2600 335 

70 59 380 191 2800 338 

75 63 400 196 3000 341 

80 66 420 201 3500 346 

85 70 440 205 4000 351 

90 73 460 210 4500 354 

95 76 480 214 5000 357 

100 80 500 217 6000 361 

110 86 550 226 7000 364 

120 92 600 234 8000 367 

130 97 650 242 9000 368 

140 103 700 248 10000 370 

150 108 750 254 15000 375 

160 113 800 260 20000 377 

170 118 850 265 30000 379 

180 123 900 269 40000 380 

190 127 950 274 50000 381 
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200 132 1000 278 75000 382 

210 136 1100 285 100000 384 

N: Population Size     S: Sample size 

 Besides that, probability sampling is used in this study. Probability sampling refers to the 

concept of simple random selection, controlled respondents’ participation and procedure and 

answer the distribution of questionnaires. Moreover, probability sampling is also used to examine 

individual from the targeted population to avoid biasness occurred. The simple random sampling 

in this study is act as the fundamental selection procedure. Each respondent in this study will have 

proportionate tendency of being selected to answer the questionnaire.  

3.3 Research Instrument 

 In this study, instrument used for data collection is an online questionnaire. The 

questionnaire will be divided into three sections. Section A consists of the demographic questions. 

In Section B, it is to address the gender discrimination and to determine the career advancement. 

However, Section C is to explore the family responsibility and the organization tenure (length of 

service). For this study, five-point Likert scale is used in Section B and C.  

 

Table 3. 1 Five-Point Likert Scale used in Section B and Section C 

1 2 3 4 5 

Strongly Agree Agree Neutral Disagree Strongly 

Disagree 
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3.3.1 Section A: Demographic  

 In the demographic section, respondents’ information is included in age, race, marital 

status, education level, monthly income and organization tenure (length of service). All of these 

are required to be filled for purpose of background study of the respondents.  

3.3.2 Section B: Gender Discrimination and Career Advancement 

 In Section B, the questions consist of closed-ended type of questions. Furthermore, this 

section is to address on how gender discrimination gives impact towards the job performance of 

the women employees. Besides, in this section, career development is determined on how it 

impacts the job performance of the women employees. There are 4 items in gender discrimination 

and 9 items in career advancement. This section is adapted from “Gender Discrimination Survey 

Questions + Sample Questionnaire Template | QuestionPro,” (n.d.) 

3.3.3 Section C: Family Responsibility and Organization Tenure (Length of Service) 

 Section C is about the family responsibility and organization tenure (length of service) of 

the employees. The purposes of this section are to explore the responsibility towards family and 

length of service of the women employees and how it impacts their job performance. In addition, 

there are 7 items in family responsibility and 3 items in organization tenure. For this section, it is 

adapted from Nwagbara (2020). 

3.4 Pilot Study 

 In pilot study, validity and reliability of the established questionnaire are vital and essential 

to be carried out before the distribution to the respondents. The purpose of pilot study is to avoid 

the uncertainty in questionnaires including the grammatical errors and the design of the study 

should be appropriate and attainable. Furthermore, the respondents are randomly selected to 

participate in this study. To conduct the pilot study, the first 30 female employees from Klinik 

Kesihatan Kota Samarahan are selected randomly as a subject. Those respondents that are 
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participated in this pilot are exempted to be a respondent for the actual study after the distribution 

of the questionnaires to the female staffs of Klinik Kesihatan Kota Samarahan. This is to avoid 

similar respondents in both prime study sample and pilot test. Moreover, the validity and reliability 

of questionnaires are determined by conducting the pilot test using Cronbach’s Alpha. Besides, 

the questionnaire is regarded as reliable when the Cronbach’s Alpha value exceeds 0.7 and the 

value is more reliable if it is closer to 1.0.  

Table 4. 1 The Reliability of Pilot Study  

Variables Total Items Cronbach’s Alpha 

Barriers of career 

advancement 

(Work-life Balance. Gender 

Stereotype, Mentoring 

Support & Training and 

Development) 

24 0.972 

Job performance 8 0.923 

Overall 32 0.971 

 

Table 4 shows the result of pilot study which is the values of Cronbach’s Alpha for the 

variables in the pilot study. All of the values showed that the variables are reliable. Thus, the value 

for barriers of career advancement is 0.972 and the value for job performance is 0.923. Hence, the 

overall values for both variables is 0.971.  

 



33 
 

3.5 Validity and Reliability 

 In quantitative research, validity is defined as concept is precisely measure and reliability 

is the quality and precision indicator for the instrument (Heale & Twycross, 2015). In this study, 

Cronbach’s Alpha is used to examine the reliability of the instruments in Section B and Section C 

in Statistical Package for Social Science (SPSS). After the actual survey is conducted, the 

execution of reliability review will occur. Moreover, the test is conducted to ensure the 

measurement of scale in questionnaire is proper and accurate and that the questions are 

comprehensible as well as compatible. Hence, the result of the test will improve the research 

question design that meets the main goals and objectives of the study.  

3.6 Ethics of the Study  

 For this study, all the information collected by using questionnaires are used for academic 

purposes only and the instruments are confidential. The two main ethics in this study are informant 

consent and confidentiality. Confidentiality is an information acquired during an investigation 

about a respondent is remain confidential unless there is an agreement in advance. Besides, the 

information provided by the researcher is confidential, and if published, the information will not 

be considered as theirs. Furthermore, informant consent documents will be given to the 

participants as informed consent is applied to all research projects that requires human subject. 

The most crucial requirement in this study is the researcher should acknowledge all the participants 

(70 employees) about the objectives and purpose of the study being conducted. Not only that, the 

researcher is not allowed to ask questions that can cause uncertainty of respondents in the study.  

3.7 Data Collection Procedure 

 In data analysis, data is being collected by using two types of procedures which is primary 

and secondary data. Journal articles are referred to gain in depth understanding on the research 

topic and issue. Besides, questionnaires also used to collect information from the respondents. The 
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questionnaires will be distributed to the targeted 40 respondents. The following table refers to the 

data collection procedure: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3.8      Data Analysis Procedure  

           In this study, Statistical Package for Social Science (SPSS) functioned to analyze data. All 

of the data collected will be all analyzed using descriptive statistics and inferential statistics. 

Besides that, the questionnaire data need to be screened by using the SPSS program. Next, 

psychometric assessment also used to measure the validity and reliability of measurement. 

Furthermore, hypothesis testing is used to examine the reasonable and unreasonable statement of 

hypothesis whether it should be rejected or should not be rejected.  

 

Application of consent letter from the Faculty 

Seek permission from the organization for distribution and 

collection of questionnaires 

Distribute the questionnaire and gather data from 

respondents 

Data will be analysed using SPSS 
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3.8.1     Descriptive Statistics 

             Descriptive statistics refers to statistical concept which is to indicate on the characteristics 

of variables (Chua, 2015). All information and data gathered are categorized in descriptive 

statistics. Data are collected in variety of ways, such as in graphs and tables. Next, all presentation 

forms involved the total values, averages, percentages, number of participants and variables 

frequencies are all analyzed in the analysis. Not only that, factors such as demographics, 

involvement, motivation and preparation are also involved in the analysis.  

 

3.8.2     Inferential Statistics 

 Inferential statistics functioned to determine whether the sample is a sample of 

population. It consists of a procedure or tool. For this study, Pearson’s correlation coefficient used 

to examine the hypothesis. Besides, the relationship degree of independent variable and dependent 

variable is determined by using Pearson’s Correlation Coefficient. Therefore, Pearson’s 

Correlation Coefficient is used to determine: 

1. The relationship between the work-life balance and job performance. 

2. The relationship between gender stereotype and job performance. 

3. The relationship between mentoring support and job performance. 

4. The relationship between training and development opportunities and job performance. 

 

 In order to examine the similarity between the 2 parameters, the correlation coefficient 

needs to be between 1.00 to +1.00 (Chua, 2015). Furthermore, the relationship is positive if the 

value of “r” is positive and the relationship is negative if the value of “r” is negative.  

 According to Rhoton & Rhoton (2014), multiple regression functioned to examine 

changes in two or more variables, that is the independent variables, leads to changes in dependent 
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variables. In this study, multiple regression functioned to determine which variables are dominant 

in independent variable.  

3.9 Summary  

 In a nutshell, this chapter outlined the method conducted in this study, the design of 

analysis which includes the tool used for sampling, population and sample size. Next, closed-

ended questionnaires as a research instrument. A flow chart on a brief explanation of process is 

used as a data collection procedure. Not only that, both descriptive statistics and inferential 

statistics procedures are addressed in the data analysis procedure. The next chapter will address 

more on the findings of the study.  
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CHAPTER FOUR 

FINDINGS AND DISCUSSIONS 

4.0 Introduction  

 In this chapter, the findings of the study are analyzed, interpreted and assisted by tables 

and charts for the ease of understanding. The contents that will be covered in this chapter are the 

discussions on the demographic profile of respondents, differential of means and hypothesis 

testing based on the Pearson’s Correlation Coefficient. The end of this chapter will be concluded 

with summary.  

 

4.1 Demographic Profile of Respondents 

  In this part, the demographic data of the 70 respondents will be interpreted. The 

demographic data consists of age, race, marital status, education level, monthly income and length 

of service. 

 

4.1.1 Age  

 Table 4 and Figure 2 shows a clear different range of age of the respondents. Majority of 

the respondents are between the range of 20-30 years old with a percentage of 57.1% (40 

respondents). Next, followed by the range of 31-40 years old with a percentage of 40% (28 

respondents).  Lastly, only 2 respondents age between the range of 41-50 years old with a 

percentage of 2.9%.  
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Table 5. 1 Age of Respondents 

 

 

Age 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 20-30 years old 23 57.5 57.5 57.5 

31-40 years old 16 40.0 40.0 97.5 

41-50 years old 1 2.5 2.5 100.0 

Total 40 100.0 100.0  

 
 

 

 

 

 

Figure 2. 1 Age of Respondents 
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4.1.2 Race 

 Based on Table 6 and Figure 3, the majority of the respondents of this study is Iban and 

Malay with a percentage of 44.3% (31 respondents) and 22.9% (16 respondents) respectively. 

Meanwhile the minority of the respondents is Chinese and Bidayuh with a percentage of 4.3% (3 

respondents) and 12.9% (9 respondents) respectively. Lastly, others appeared to be 15.7% with 

the total of 11 respondents.  

 

Table 6. 1 Race of Respondents 

 

 

Race 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Malay 11 27.5 27.5 27.5 

Chinese 2 5.0 5.0 32.5 

Iban 14 35.0 35.0 67.5 

Bidayuh 5 12.5 12.5 80.0 

Others 8 20.0 20.0 100.0 

Total 40 100.0 100.0  
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                                 Figure 3. 1 Race of Respondents 
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4.1.3 Marital Status 

 Table 7 and Figure 4 shows the marital status of the 70 respondents. In this study, it shows 

that 52.9% (37 respondents) of the respondents are married. Meanwhile, 47.1% (33 respondents) 

of the respondents appeared to be single.  

 

Table 7. 1 Marital Status of Respondents 

 

 

Marital Status 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Single 20 50.0 50.0 50.0 

Married 20 50.0 50.0 100.0 

Total 40 100.0 100.0  
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Figure 4. 1  Marital Status of Respondents 
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4.1.4 Education Level 

 Based on Table 8 and Figure 5, it shows the education level of the respondents. This study 

shows that 57.1% (40 respondents) of the respondents are Diploma holder. Not only that, 

respondents that owned a Bachelor’s Degree appeared to be 30% (21 respondents). Meanwhile, 

SPM holder and Master’s Degree holder appeared to be 8.6% (6 respondents) and 4.3% (3 

respondents) respectively.  

 

Table 8. 1 Education Level of Respondents 

 

 

Education Level 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid SPM 3 7.5 7.5 7.5 

DIPLOMA 23 57.5 57.5 65.0 

BACHELOR'S DEGREE 12 30.0 30.0 95.0 

 MASTER'S DEGREE 2 5.0 5.0 100.0 

Total 40 100.0 100.0  
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                            Figure 5. 1 Education Level of Respondents 
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4.1.5 Monthly Income 

 Table 9 and Figure 6 shows a different range of monthly income of the respondents. 

Majority of the respondents’ monthly income are between the range of RM3000-RM40001 and 

RM1001-RM2000 with a percentage of 31.4% (22 respondents) and 30% (21 respondents) 

respectively. Next, followed by the range of RM4001-RM5000 with a percentage of 21.4% (15 

respondents). Meanwhile, 15.7% (11 respondents) of respondents’ monthly income are between 

the range of RM2001-RM3000. Lastly, only 1 respondent’s monthly income between the range of 

RM5001 and above with a percentage of 1.4%. 

 

Table 9. 1 Monthly Income of Respondents 

 

 

Monthly Income 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid RM1001 – RM2000 10 25.0 25.0 25.0 

RM2001 – RM3000 7 17.5 17.5 42.5 

RM3001 – RM4000 15 37.5 37.5 80.0 

RM4001 – RM5000 8 20.0 20.0 100.0 

Total 40 100.0 100.0  
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Figure 6. 1 Monthly Income of Respondents 
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4.1.6 Length of Service 

 Based on Table 10 and Figure 7, it shows the length of service of respondents. In this study, 

majority of the respondents’ length of service between the range of 6 years-9 years with a 

percentage of 24.3% (17 respondents). Not only that, this study showed that respondents’ length 

of service between the range of below than 1 year and 1 years-3 years shared the same percentage 

which is 18.6% (13 respondents). Lastly, respondents’ length of service between the range of 3 

years-6 years, 9 years-12 years and more than 12 years also shared the same percentage which is 

12.9% (9 respondents).  

 

Table 10. 1 Length of Service of Respondents 

 

 

Length of Service 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Below than 1 year 7 17.5 17.5 17.5 

1 years – 3 years 7 17.5 17.5 35.0 

3 years – 6 years 5 12.5 12.5 47.5 

6 years – 9 years 10 25.0 25.0 72.5 

9 years – 12 years 3 7.5 7.5 80.0 

More than 12 years 8 20.0 20.0 100.0 

Total 40 100.0 100.0  
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Figure 7. 1 Length of Service of Respondents 
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4.2 Reliability Analysis  

 

    Table 11. 1 Reliability Statistics for Pilot Study 

  

Variables Total Items Cronbach’s Alpha 

Barriers of career 

advancement 

(Work-life Balance. Gender 

Stereotype, Mentoring 

Support & Training and 

Development) 

24 0.972 

Job performance 8 0.923 

Overall 32 0.971 

 

 

 Table 11 above shows the reliability results of pilot study for the independent variable in 

this study (barriers of career advancement) and dependent variable (job performance).  

 It shows that the independent variable (barriers of career advancement) obtained an 

excellent reliability with Cronbach’s Alpha value 0.972. Meanwhile, the dependent variable (job 

performance) also obtained an excellent reliability with Cronbach’s Alpha value 0.923.  
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                               Table 12. 1 Reliability Statistics for the Study 

 

Variables Total Items Cronbach’s Alpha 

Barriers of career 

advancement 

(Work-life Balance. Gender 

Stereotype, Mentoring 

Support & Training and 

Development) 

24 0.824 

Job performance 8 0.852 

Overall 32 0.872 

 

 Table 12 above shows the reliability results of the study for involved independent variable 

in this study (barriers of career advancement) and the dependent variable (job performance).  

 It shows that the independent variable (barriers of career advancement) secured a very 

good reliability with Cronbach’s Alpha value of 0.824. Also, the dependent variable obtained a 

very good reliability with Cronbach’s Alpha value of 0.852. From the data, it can be seen that the 

questionnaires are reliable to the study as there only slight changes between the pilot test and actual 

test reliability results.   
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4.3 Normality Test  

 Before the process of analyzing research hypotheses, Q-Q plot has been used as the 

normality test for the instrument of barriers of career advancement (work-life balance, gender 

stereotypes, mentoring support, and training and development) and job performance. The test is 

being conducted whether the data is normally distributed or deviate from normal distribution. After 

running through Q-Q plot test, the result for the test is shown normally distributed as there is 

consistency in the data as indicated in Figure 8, Figure 9, Figure 10, and Figure 11.  

 

 

 

Figure 8. 1 Q-Q plot for Work-life Balance 
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Figure 9. 1 Q-Q plot for Gender Stereotypes 

 

 

Figure 10. 1 Q-Q plot for Mentoring Support 
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Figure 11. 1 Q-Q plot for Training and Development 
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4.4 Research Findings and Discussion 

 In this study, Pearson Correlation was used to test the independent variable, barriers of 

career advancement, that consists of 4 sub-variables, work-life balance, gender stereotype, 

mentoring support and training and development. This test is used to identify the relationship 

between the independent variable and dependent variable, job performance.  

 

4.4.1 Relationship between Work-life Balance and Job Performance 

 Pearson Correlation is used to test the relationship between work-life balance and job 

performance.  The hypothesis tested for the variables is stated as below.  

Ha1: There is a significant relationship between work-life balance and job performance 

 

Table 13. 1 Correlation between work-life balance and job performance 

 

Correlations 

 

Work-life 

Balance Job Performance 

Work-life Balance Pearson Correlation 1 .350** 

Sig. (2-tailed)  .003 

N 70 70 

Job Performance Pearson Correlation .350** 1 

Sig. (2-tailed) .003  

N 70 70 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

 Based on Table 13, there is a positive relationship between work-life balance and job 

performance as the correlation coefficient value is positive.  The work-life balance variable has 

r=0.350 correlation with the job performance variable. Hence, it shows that when the employees’ 

work-life balance is higher, their job performance will increase.  
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 The correlation coefficient value, r=0.350 is fall under the range of coefficient between 

±0.20 to ±0.39. Therefore, it shows a low relationship between work-life balance and job 

performance. Hence, when the employees’ work-life balance is low, the job performance will 

decrease.  

 The p-value 0.000 is less than alpha value 0.01. Hence, null hypothesis is accepted. As a 

result, it shows that there is a significant relationship between work-life balance and job 

performance.  
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 4.4.2 Relationship between Gender Stereotype and Job Performance 

 Pearson Correlation is used to test the relationship between gender stereotype and job 

performance.  The hypothesis tested for the variables is stated as below.  

Ha2: There is significant relationship between gender stereotype and job performance 

 

Table 14. 1 Correlation between gender stereotype and job performance 

Correlations 

 

Gender 

Stereotypes 

Job 

Performance 

Gender Stereotypes Pearson Correlation 1 .217** 

Sig. (2-tailed)  .071 

N 70 70 

Job Performance Pearson Correlation .217** 1 

Sig. (2-tailed) .071  

N 70 70 

**. Correlation is significant at the 0.01 level (2-tailed). 

  

 According to Table 14, the r-value that obtained from the correlation is 0.217. It shows that 

there is positive correlation between gender stereotype and job performance as the correlation 

value is positive. Hence, when gender stereotype among employees are low, their job performance 

is increasing.  

 The correlation coefficient value, r=0.217 is fall under the range of coefficient from ±0.20 

to ±0.39. Therefore, it shows a low relationship between gender stereotype and job performance. 

Hence, when gender stereotype among employees are high, their job performance is decreasing.  

 The p-value 0.000 is less than alpha value 0.01. Hence, null hypothesis is accepted. As a 

result, it shows that there is a significant relationship between gender stereotype and job 

performance.  
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4.4.3 Relationship between Mentoring Support and Job Performance 

 Pearson Correlation is used to test the relationship between mentoring support and job 

performance.  The hypothesis tested for the variables is stated as below.  

Ha3: There is significant relationship between mentoring support and job performance 

 

Table 15. 1 Correlation between mentoring support and job performance 

 

 

Correlations 

 

Mentoring 

Support Job Performance 

Mentoring Support Pearson Correlation 1 .415** 

Sig. (2-tailed)  .000 

N 70 70 

Job Performance Pearson Correlation .415** 1 

Sig. (2-tailed) .000  

N 70 70 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 Based on Table 15, the correlation result indicates that there is a positive relationship 

between mentoring support and job performance as the correlation coefficient value is positive. 

The r-value obtained is 0.415. Hence, it shows that when employees received adequate mentoring 

support, their job performance will become high.  

 The correlation coefficient value, r=0.415, is fall under the range of coefficient between 

±0.40 to ±0.59. Therefore, it indicates a moderate relationship between mentoring support and job 

performance. Hence, when employees received adequate mentoring support, their job performance 

is increasing.  

 It can be seen from the table that there is a significant relationship between mentoring 

support and job performance. This indicate that the p-value obtained is 0.000 which less than alpha 

value, 0.01. Hence, null hypothesis is accepted.  
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4.4.3 Relationship between Training and Development and Job Performance 

 Pearson Correlation is used to test the relationship between training and development and 

job performance.  The hypothesis tested for the variables is stated as below.  

Ha4: There is significant relationship between training and development and job performance 

 

Table 16. 1 Correlation between training and development and job performance 

Correlations 

 

Training and 

Development 

Job 

Performance 

Training and Development Pearson Correlation 1 .613** 

Sig. (2-tailed)  .000 

N 70 70 

Job Performance Pearson Correlation .613** 1 

Sig. (2-tailed) .000  

N 70 70 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

  

According to Table 16, there is a positive relationship between training and development 

and job performance as the correlation coefficient value is positive. The training and development 

variable has r=0.613 correlation with job performance. Hence, it indicates that when employees 

received proper training and development, their job performance will become better.  

The correlation coefficient value, r=0.613, is fall under the range of coefficient between 

±0.6 to ±0.79. Therefore, it shows a strong relationship between training and development and job 

performance.  Hence, employees’ job performance is increasing if they received proper training 

and development.  

 From the table, it shows that the p-value 0.000 is less than 0.01, the alpha value. Hence, 

null hypothesis is accepted. Therefore, it shows that there is a significant relationship between 

training and development and job performance.  
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Table 17. 1 Summary of Hypotheses Testing Results 

Hypotheses Result 

Ha1: There is a significant relationship between work-life balance and job 

performance 

Null hypothesis 

accepted 

Ha2: There is a significant relationship between gender stereotype and job 

performance.  

Null hypothesis 

accepted 

Ha3: There is a significant relationship between mentoring support and 

job performance. 

Null hypothesis 

accepted 

Ha4: There is a significant relationship between training and development 

and job performance.  

Null hypothesis 

accepted 

  

4.5 Summary 

 In short, all the data collected are interpreted and analyzed using the SPSS output. The 

results and the interpretation from the analysis will be used in the next chapter for discussion, 

conclusion, implications, and limitations of the overall study.  
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CHAPTER FIVE 

DISCUSSION, IMPLICATIONS AND RECOMMENDATIONS 

5.0 Introduction  

 In this chapter, researcher will discuss about research finding, discussion on finding 

obtained, summary of the main finding, implications, and recommendations. Lastly, this chapter 

is ended with overall conclusion.  

 

5.1 Research Summary  

 In Chapter 1, discussion is about the introduction which consists of 8 items which includes 

background of study, problem statement, research objectives which divided into main and specific 

objectives, research questions, conceptual framework, definition of terms, significant of study and 

overall summary of the chapter. Hence, this chapter provides wider picture to the reader on the 

idea and opinion of the research.  

  Next, Chapter 2 discussed about the Literature Review and theory involved in the research. 

Not only that, researcher briefly discussed on the independent and dependent variable, theory, and 

past similar findings to support this research. Based on the previous researches, some of the similar 

findings are being used as references to obtain new ideas which later to construct new framework. 

Another comparison is found by other researchers with regards to the relationship between the 

barriers of career advancement and job performance.  

 In Chapter 3, discussion is mainly focused on the methodology used in this research. 

Overall, this chapter covered the type of research design that used to generate the findings of 

research. Not only that, the researcher has used quantitative method as the research method. 

Furthermore, questionnaire is being used as research instrument to collect data for this research. 

Moreover, other study procedures and methods such as population and sampling method, 
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procedure for data collection, data analysis, pilot test, validity and reliability, ethics of the study 

and data analysis procedure are further discussed in this chapter. Lastly, this chapter is ended with 

brief conclusion.  

 Furthermore, research findings are discussed in Chapter 4. The data collected are tested 

and analyzed by using Statistical Package for Social Science system (SPSS). In this chapter, the 

findings were presented through tables, figures, and pie charts to ease the understanding of the 

readers. Not only that, the results of the findings were generated by using Pearson Correlation. 

Also, the findings on the demographic of respondents are covered in this chapter and as well as 

results obtained in addressing research hypotheses.  

 Lastly, Chapter 5 discussed about the snapshot of research study as a whole. This chapter 

included research summary, discussion on findings, discussion on implications, discussion on 

recommendations and lastly followed by the conclusion of the research.  
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5.2 Discussions 

5.2.1 Discussion on Work-life Balance and Job Performance 

 Based on the finding, Hypothesis 1 (Ha1) is supported from the result obtained. The result 

shows that there is a significant relationship between work-life balance and job performance 

among women employees in public clinics. This result is in line with the past finding by Yet-Mee 

et al. (2013) which highlighted that most women in the organizations received less support from 

the organizations in carrying out their responsibilities. Not only that, most organizations are 

unwilling to provide adequate facilities, such as day care centre, to help female employees perform 

their work and non-work duties. Offering these facilities can cost a lot of money. Hence, female 

employees with children faced various work and family conflicts, which created barriers in their 

careers. For example, empirical findings shows that employees that experienced less stress and 

pressure at work and home are more likely to have satisfaction towards their work, highly 

committed to the organization and be more engaging in the organization (A. Shamim Banu et al., 

2019). According to A. Shamim Banu et al. (2019) in recent days, employees are highly concerned 

about balancing their work and personal life before accepting job opportunities other than wages 

and other fringe benefits. This is becoming more complex because many qualified candidates may 

come from dual-career families and must consider their spouse career when making their own 

career decisions. Due to that, employees, especially the female employees, might show less interest 

in working in area outside of their hometown to avoid work-life conflicts.  

 Besides, the result obtained also in line with the previous finding by Ahmed et al. (2014) 

which highlighted that women employees may not experience flexible work arrangements to 

pursue their career goals and balance the complexity of other commitments. This may happen to 

most of female employees due to their background of work which is medical field. Hence, the 

upper level management should implement the effectiveness of work-life policies and strategies 

to integrate women employees’ work and non-work commitments. However, nowadays some 
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organizations may develop the importance of work-life balance culture to support employees’ 

attempt in balancing their family and professional responsibilities. Hence, some organizations are 

still striving to adopt work-life balance practices to enhance their employees’ performance.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



64 
 

5.2.2 Discussion on Gender Stereotypes and Job Performance 

 Based on the result obtained, Hypothesis 2 (Ha2) is supported. The result shows that there 

is a significant relationship between gender stereotypes and job performance among female 

employees in public clinic. The result is aligned with the past finding by Saadin et al. (2016) which 

stated that prejudice and discriminatory often occurred due to women participation in the 

organization. Gender stereotypes are a major obstacle affecting the employment of women in 

organizations. This perception can lead to underestimating women's capabilities and preventing 

them from gaining the recognition they deserve, especially when women excel in male-oriented 

fields. Therefore, gender stereotypes can greatly affect the hiring of female employees. This 

situation may face by the women employees in medical field as it is considered as male-dominated 

field. According to Tabassum & Nayak (2021) although improvement occurred in an organization, 

women participation in management often affected by “Think Manger, Think Male” attitude. 

However, such situation often associated with “Think Crisis, Think Female” attitude which means 

female employees are noticed as less committed to the organization. Not only that, woman 

employees often experiencing high level of pressure from their professional life especially in male-

dominated areas, and indirectly such situation will affect their job performance as well as the 

organization’s productivity.  

 Not only that, past studies by Shweta Sharma, Gangwani, & Al Fryan (2019) highlighted 

that women's potential and abilities are not treated and evaluated fairly, which leads to prejudice. 

Besides, women often unfairly treated because they usually perform significantly better than their 

colleagues in many skills that require effective leadership. Because of gender stereotypes, men are 

usually given more power to hold higher positions in organizations than women. Besides that, 

negative perception towards women’s capabilities and leadership may damage their career 

advancement aspiration. Due to that, women employees may opt not to accept or involve in any 
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leadership roles as their fear of prejudices may leads to lack of ability to perform the roles. Hence, 

women’s participation can be devastating due to gender stereotypes.  
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5.2.3 Discussion on Mentoring Support and Job Performance 

 According to the result obtained, Hypothesis 3 (Ha3) is supported. The result indicates that 

there is a significant relationship between mentoring support and job performance among female 

employees in public clinic. The result can be supported by the past studies by Yet-Mee et al. (2013) 

which stated that mentoring relationship have increased employee productivity and improved 

organizational engagement as well as reduced staff turnover rates. Besides that, mentoring support 

benefits the employees by increasing their skills and potential for their career development and 

career promotion. According to Oladimeji & Sowemimo (2020) mentoring support may prove that 

the employees gain smoother transition in management levels, better learning tool in acquiring 

competencies and professional experience, and get to develop their professional skills and self-

confidence. Not only that, Oladimeji & Sowemimo (2020) also stated that mentoring support may 

create recognition and satisfaction among women employees which will increase their 

participation in the organization and indirectly this situation will improve their job performance 

and job satisfaction.  

 Based on the result, women employees may actively participate in mentoring session or 

seeking for mentoring support in attempt to improve their career growth. Not only that, mentoring 

program will promote the professional development of female mentees by contributing to improve 

gender equality in management. In addition, mentoring is also about increasing women’s 

opportunities in the workforce. Hence, when employees received adequate mentoring support, 

their job performance is increasing. In the Social Exchange Theory, it suggests that individuals 

prefer to engage in social-psychological relationship which involved activities within group, 

organization, and network. Hence, exchange relationship may strengthen both parties in the 

organization, indirectly benefits the organization.  
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5.2.4 Discussion on Training and Development and Job Performance 

 Based on the finding, Hypothesis 4 (Ha4) is supported from the result obtained. This shows 

that there is a strong significant relationship between training and development and job 

performance among female employees in public clinics. The result gained shows a positive 

correlation which also supported by Yet-Mee et al. (2013) had mentioned that training and 

development help employees to gain and enhance their skills and productivity for the betterment 

of their career growth and to improve their career advancement. Not only that, adequate training 

and development may increase employees’ job satisfaction and organizational commitment. 

Hence, employees’ job performance is increasing if they received proper training and 

development.  

Besides that, past studies by Adhikary (2016) also highlighted that,compared to male 

employees, female employees who are more educated and involved participate in training 

activities are more likely to be more committed to the organization and have greater career 

prospects. More specifically, the role of women as upper level management is closely related to 

the capacity of their knowledge and skills acquired in their careers. On the other hand, knowledge, 

skills, certificates, and credibility can be developed through further training, which will facilitate 

promotion. Based on Social Exchange Theory, employees are only committed to the organization 

if they are being provided with proper training and development for their career growth. Overall, 

from the result obtained, it can be seen that female employees may receive adequate training and 

development for their career development and job performance.  
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5.3 Implications 

 Based on the findings, it clearly indicates that barriers of career advancement among 

women employees has a significant relationship and correlation with job performance. In other 

words, the higher the barriers of career advancement of the women employees will lead to the 

effectiveness of their job performance towards the organization. Therefore, the implication will be 

beneficial to enhance the understanding of the fact which barriers of career advancement will 

influence the job performance among women employees. Hence, organization plays an important 

role to ensure the effectiveness of job performance of their female employees.  

 5.3.1 Implications to Organization 

 The implications of this study to organization may help in future amendment. Based on the 

findings, it clearly seen that barriers of career advancement towards job performance among 

female employees need to be fixed and improvement from the management. This study may aid 

the organization to promote better work-life balance and gender equality among women 

employees. Besides that, the finding of this study will help the upper management be more 

concerned about their women employees by providing adequate training and development and 

mentoring support to enhance their career growth and improve job performance. Hence, this 

finding will encourage the employers on their responsibility towards improving the productivity 

of women employees.  
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5.3.2 Implications to Future Research 

 The current finding of the study may help the future researchers in any forthcoming related 

studies. Future researchers will be able to comprise the barriers of career advancement components 

like work-life balance, gender stereotypes, mentoring support and training and development into 

their research which involved relation with job performance. Not only that, the current study 

findings will also support future research’s findings. Furthermore, the results of the current 

research will serve as a guide for future researchers to complete the research primarily in the public 

sector. The lack of current research results may be improved by future researchers in this related 

research field. 

5.4 Limitations of the Study 

 For this study, the sample may only narrow to women employees in Klinik Kesihatan Kota 

Samarahan as it is not made available to other public clinics or hospitals. Not only that, data 

collection method used is only one way which is through questionnaires. The study findings may 

not be accurate due to the observation and interview are not being conducted. Besides that, the 

constraints faced during data collecting process is the tight schedules of the respondents and 

limited time given to respond to the questionnaires. Also, during this COVID-19 outbreak, the 

data collection process may take longer than the time expected. 
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5.5 Recommendations  

 The recommendations presented in this section can assist organizations, human resource 

practitioner, and future research. The results of this study simplify the process of determining the 

appropriate recommendations in this section. 

5.5.1 Recommendations for Organization and Human Resource Practitioners 

 This study may interest organizations and human resource practitioners in an improvement 

path that needs to be taken to better adopt working conditions and practices that help reduce the 

barriers of career advancement among women employees. Firstly, human resource practitioners 

need to ensure that the women employees are given work-life balance such as flexible working 

hours, working from home, providing day care center at workplace etc. Not only that, human 

resource practitioners need to know that schedule flexibility benefits the women employees as in 

their job performance and career growth as it will increase their productivity and commitment to 

the organization. Besides that, human resource practitioner also needs to emphasize on gender 

equality and get rid of gender stereotypes among women employees. Due to their potential and 

high capabilities, women employees need to be given equal treatment in organization. Hence, 

gender stereotypes should not influence the recruitment of female employees.  

 Secondly, organization should encourage more mentoring support in the organization. An 

initiative builds through engagement between mentor and mentee or experienced individual and 

less experienced individual will build a supportive relationship. Mentoring relationship has 

increased employees’ productivity and enhanced organizational commitment and lower the 

employee turnover rate. Besides, organization plays an important role in encouraging the 

importance of mentoring support in determining the job performance of women employees in the 

organization. Not only that, organization also need to provide adequate training and development 

for their women employees. With proper training and development, women employees will be 

more productive in executing their job and this indirectly will improve their job performance which 
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also beneficial to the organization. Hence, women employees will be less pressured and feel more 

appreciated and be able to stay committed to the organization.  

5.5.2 Recommendations for Future Research 

 These recommendations for future research can help improve the results of future research. 

First, future researchers should target larger respondents to get more accurate results. The total 

number of respondents in the current study is slightly insufficient to obtain reliable results. 

Besides, future researchers should broaden their knowledge on current findings in the determining 

the relationship between barriers of career advancement among women employees towards job 

performance in public sector in Malaysia. This will help improve more accurate survey results in 

the public sector. Furthermore, future researchers must apply other theories in their research so 

that a variety of relevant theories exist. Finally, encourage future researchers to add other 

components of career advancement related to job performance. This will help expand the research 

results. 

5.6 Chapter Summary  

 In summary, this chapter includes a research summary that covers all chapters of this 

research. Followed by the conclusion of the study, which is nearing completion. At the same time, 

this chapter highlights some of the research recommendations and the implications on future use. 
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APPENDIX A: PERMISSION LETTER 
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APPENDIX B: QUESTIONNAIRE 

 

 
 

 

FACULTY OF COGNITIVE SCIENCES AND HUMAN 

DEVELOPMENT(FCSHD) 

 
Dear Sir/ Madam, 

 

I am a final year undergraduate student who is currently pursuing my studies 

in Bachelor of Science with Honours (Human Resource Development) at 

Universiti Malaysia Sarawak (UNIMAS). Hence, this research is conducted 

as partial fulfilment of my undergraduate program. 

 

This research is done to achieve its objectives. Therefore, I would like to seek 

yourcooperation by filling up the questionnaire as your response are highly 

constructive. This survey questionnaire will take approximately 10 minutes to 

complete. 

 

All information in this research will be strictly treated with confidentiality and 

keptanonymous as this study is done solely for academic purposes. All 

information anddata collection in the duration of this study will be securely 

kept and only be available to the researcher of the study. If you have any 

questions or concern aboutthis study, you may contact Peggy Tengku at 

peggytengkugruna@gmail.com or 014-3914515. By proceeding further, you 

are indicating that you fully understand the above information and have agreed 

to participate in this study. 

 

Your time and cooperation are highly 

appreciated. 

 

Yours sincerely, 

Peggy Tengku 

Faculty of Cognitive Sciences and Human 

Development 

Universiti Malaysia Sarawak. 

 

THE RELATIONSHIP BETWEEN CAREER ADVANCEMENT BARRIERS TOWARDS 

THE JOB PERFORMANCE AMONG 

WOMEN EMPLOYEE: A STUDY IN MEDICAL FIELD OF 

PUBLIC CLINICS IN KOTA SAMARAHAN, SARAWAK 

mailto:peggytengkugruna@gmail.com
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SECTION A: DEMOGRAPHIC PROFILE 

 
Instruction: Please tick (/) for the most appropriate response/answer in respect of the following 

items. 

1. Gender 
 

                Male Female 
 

 

 

2. Age 
 

    20 – 30 year old 51 – 60 year old 
 

    31 – 40 year old 

 
    41 – 50 year old 

 

 

 

3. Race 
 

      Malay Iban     Others 

 

    Chinese Bidayuh 
 

 

 

4. Marital Status 

 
                 Single 

 

 
 

                  Married 

 

 
 

5. Educational Level 
 

                SPM BACHELOR’S DEGREE 
 

                STPM MASTER’S DEGREE 
 

                 DIPLOMA PHD 
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6. Monthly Income 
 

                RM1001 – RM2000    RM3001 – RM4000      

RM4001 – RM5000 

                RM2001 – RM3000 More than RM5000 
 

 

 

7. Length of Service (at this organisation) 
 

    Below than 1 year 6 years – 9 years 
 

                1 years – 3 years 9 years – 12 years 
 

                3 years – 6 years More than 12 years 
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SECTION B 

 
Instruction: Please indicate your response based on the scale below. 
 
 

Strongly Disagree Disagree Neutral Agree Strongly Agree 

1 2 3 4 5 

 
 

Below are the statements on Work-life Balance. For each statement, please tick (/) the number 

that indicates the degree to your answer. 

 

No. Items SD D N A SA 

1. I am satisfied with the time I spend with my 

family 

     

2. I use my time at home to connect with family and 

friends. 

     

3. I prioritize my family over my work life.      

4. I feel overwhelmed by the amount of things I need 

to do for work. 

     

5. I leave my work at work.      

6. When I am home, I often spend time thinking 

about work. 

     

7. I often go into work on weekends or during 

irregular work hours. 

     

         (Adapted from Sharma, Gangwani, & Al Fryan, 2019) 
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Below are the statements on Gender Discrimination. For each statement, please tick (/) the 

number that indicates the degree to your answer. 

 

No. Items SD D N A SA 

1. Peers would treat me differently because of my 

gender. 

     

2. Employer/upper level management often consider 

gender in delegating job assignment. 

     

3. My gender does influence my profession.      

4. I never feel ignored when it comes to appreciation 

or rewards. 

     

5. I experience anxiety, tension and panic attack 

caused by work problems and discrimination. 

     

6. Both male and female employees are allocated 

with power and authority equally. 

     

7. Both male and female employees get leadership 

and promotional opportunities equally. 

     

    (Adopted from Tiwari, Mathur, & Awasthi, 2018) 
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Below are the statements on Mentoring Support. For each statement, please tick (/) the number 

that indicates the degree to your answer. 

 

No. Items SD D N A SA 

1. I have participated in formal/informal mentoring 

programme. 

     

2. Mentoring programme helps to improve my 

employment skills. 

     

3. Mentoring programme helps to boost my self- 

confidence in the workplace. 

     

4. I share my personal problems with my mentor.      

5. My mentor assists and guide me to achieve 

professional goals. 

     

                                                                                       (Adopted from Ben Salem & Lakhal, 2018) 
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Below are the statements on Training and Development. For each statement, please tick (/) 

the number that indicates the degree to your answer. 

 
No. Items SD D N A SA 

1. Training helps to increase the motivation level 

of employees. 

     

2. Training programme helps to increase the 

productivity of both quantity and quality of 

work of an employee. 

     

3. Training programme focus on developing 

teamwork and leadership skill. 

     

4. Organization often giving out training to 

improve employee performance and 

productivity. 

     

5. Training programme helps to create job 

satisfaction in quality of work life. 

     

                                                   (Adapted from Nzeru, Nzimakwe, Mutambara, & Munapo, 2015) 
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SECTION C: JOB PERFORMANCE 

 
Instructions: Please indicate your response based on the scale below. For each statement, please 

tick (/) the number that indicates the degree to your answer. 
 
 

Strongly Disagree Disagree Neutral Agree Strongly Agree 

1 2 3 4 5 

 

 
No. Items SD D N A SA 

1. The quality and quantity of my work is increasing 

in the past three months. 

     

2. The quality and quantity of my work often reach 

the expectation as I expected. 

     

3. I will plan my work accordingly so that it is done 

on time. 

     

4. I work towards the end results of my work.      

5. I never had trouble setting priorities in my work.      

6. I am able to separate main issues from side issues 

at work. 

     

7. I am able to perform my work well with minimal 

time and effort. 

     

8. I am able to work with less supervision.      

              (Adapted from Koopmans et al., 2012) 
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APPENDIX C: SPSS DATA ANALYSIS OUTPUT 

 

Age 

 Frequency Percent 

Valid 

Percent Cumulative Percent 

Valid 20-30 years old 23 57.5 57.5 57.5 

31-40 years old 16 40.0 40.0 97.5 

41-50 years old 1 2.5 2.5 100.0 

Total 40 100.0 100.0  

 

 

Race 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Malay 11 27.5 27.5 27.5 

Chinese 2 5.0 5.0 32.5 

Iban 14 35.0 35.0 67.5 

Bidayuh 5 12.5 12.5 80.0 

Others 8 20.0 20.0 100.0 

Total 40 100.0 100.0  

 

 

 

 

 

 

 

 

 

Marital Status 

 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Single 20 50.0 50.0 50.0 

Married 20 50.0 50.0 100.0 

Total 40 100.0 100.0  
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Education Level 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid SPM 3 7.5 7.5 7.5 

DIPLOMA 23 57.5 57.5 65.0 

BACHELOR'S 

DEGREE 

12 30.0 30.0 95.0 

 MASTER'S DEGREE 2 5.0 5.0 100.0 

Total 40 100.0 100.0  

Monthly Income 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid RM1001 – RM2000 10 25.0 25.0 25.0 

RM2001 – RM3000 7 17.5 17.5 42.5 

RM3001 – RM4000 15 37.5 37.5 80.0 

RM4001 – RM5000 8 20.0 20.0 100.0 

Total 40 100.0 100.0  

Length of Service 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Below than 1 year 7 17.5 17.5 17.5 

1 years – 3 years 7 17.5 17.5 35.0 

3 years – 6 years 5 12.5 12.5 47.5 

6 years – 9 years 10 25.0 25.0 72.5 

9 years – 12 years 3 7.5 7.5 80.0 

More than 12 years 8 20.0 20.0 100.0 

Total 40 100.0 100.0  



87 
 

Correlations 

 

Work-life 

Balance 

Job 

Performance 

Work-life Balance Pearson Correlation 1 .350** 

Sig. (2-tailed)  .003 

N 70 70 

Job Performance Pearson Correlation .350** 1 

Sig. (2-tailed) .003  

N 70 70 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Correlations 

 

 

Gender 

Stereotypes 

Job 

Performance 

Gender Stereotypes Pearson Correlation 1 .217** 

Sig. (2-tailed)  .071 

N 70 70 

Job Performance Pearson Correlation .217** 1 

Sig. (2-tailed) .071  

N 70 70 

Correlations 

 

Mentoring 

Support 

Job 

Performance 

Mentoring Support Pearson Correlation 1 .415** 

Sig. (2-tailed)  .000 

N 70 70 

Job Performance Pearson Correlation .415** 1 

Sig. (2-tailed) .000  

N 70 70 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Correlations 

 

Training and 

Development 

Job 

Performance 

Training and 

Development 

Pearson Correlation 1 .613** 

Sig. (2-tailed)  .000 

N 70 70 

Job Performance Pearson Correlation .613** 1 

Sig. (2-tailed) .000  

N 70 70 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 


