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ABSTRACT

Career is an area through which its interaction with gender explains the dynamism between men, women, work
and organizations. It is argued that career is gendered i.e. it goes according to marked divisions of men and women.
However, the question of the gendered nature of career is still less understood. This article aims to highlight emerging
concepts and realities about the gendered nature of careers. The paper first theorizes gender and careers, presents
some data on demography, employment and career positions by gender in Malaysia and in a selected university in the
country. The paper then highlights the implications of the gendered nature of careers to individuals and the institution;
and finally draws conclusions and identifies challenges in terms of policy development in higher education.
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INTRODUCTION

Debates about the meaning of gender evolved adime time that the fields of gender and its padestiplines,
such as sociology, anthropology, history, literafueconomics and education, greatly expanded aodni® more
established. Oakley (1972) and Whitehead (1979¢wetong the earlier scholars who distinguished éetwsex’ and
gender. Sex is a biological characteristic whiladg is a set of socio-cultural constructs suctokes, responsibilities
and expectations of men and women. Too often, hewdhere is conflicting understanding about theamieg of
gender due to the qualities attached to its meawinigh are shaped by various social processes wdumieties have
differing perceptions on those processes (Ismadg.

This article aims to highlight emerging concepts agalities about gender and career. The papértfienrizes
gender and career, and presents some data on dgghggand employment in Malaysia, and career positity gender
in a selected institution of higher learning in twaintry. The data used in this paper were secgraigia obtained from
the Department of Statistics (Malaysia, 2006; 2008]) the Registrar Division of the institution cenmed. This paper
then highlights implications of the gendered natofecareer for individuals and institution; and dily draws
conclusions and identifies challenges in termssfitutional policy development.

Theorizing Gender and Careers

The traditional meaning of career is always assediavith the question of one’s choice of a job, ethis
affected by one’s self concept about the job owatrds fulfilling one’s needs, and is life-stagiated. Development of
one’s career is a complex process and takes tintetheerefore, according to Ismail, Krauss and 1$i§24107), career
development processes affect individuals’ and drgaional strengths to create powerful synergy leefwvemployees,
professions and the workplace. Career as a funcfigender means that there are strong connotatibdgferences
between the career experiences of men and womeal|gbavith gender differences in other areas dfigloprocesses
such as education, participation in politics, asdesesources and cultural expectations on memanten by society.

A theory that is related to gender and career igf@dson’s (1996) Theory of Circumscription andn@womise.
This theory refers to one’s perception of the geryee of job, prestige level of job and the amooieffort necessary
to attain an occupation. Meanwhile, ‘compromisgndies job accessibility and the need to adjustithplementation
of one’s occupational aspirations. The author pe#li four career development stages which emphasimes
development of self-concept. This is in line withup®r (1990) who suggests that career aspiratioes tlae
manifestations of one’s self-concept beginning fitbe early age to adult stage of an individual maol boys and girls
will have different perceptions and expectations/bich jobs are suitable for them.
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There are assumptions that form the basis in thiegricareer as a gendered concept. The assumgiienas
follows: (a) ideas of difference and (b) gendentiehs. The ideas of difference are basically madtethe familiar
beliefs of differences between sexes, i.e. physidérences. The discussion on ideas of differeiscadopted from
Connell’s (2002) three influential conceptualizasothe body as a machine; the idea of two sepegatms of sex and
gender; and the idea of gender as a symbolic system
i) The Body as Machine. The body as machine centers on the notion that amehwomen are different due to the

biological characteristics of the reproductive fiimie. This difference affects a whole range of otb#ferences
such as bodily strength, physical skills, sexuaicfions, recreational interests, character of agjve versus
nurturance, and so on. It is widely assumed ancerstood that these differences are extensive aatdthiey are
natural. Models of the body as a machine produgerder differences are advanced by men, used adamist

ideas of ‘gender roles’ thought to lead to womesnibordination. According to Trigiani (1999) and @eh (2002),

the idea of natural differences between gendetengbresented as scientific truth, are violatedsbgieties and
rejected by women studies’ scholars. The termsémadlence’ and ‘male sexuality’ are among the megeic

character of male on female, implicitly linking tzelor to the body. In relation to career, it iswaaed that men's
dominance in society is an expression of greatgsiphl strength and their ability to compete witbmen for

strategic and high ranking jobs. It should be relemsized that the concept of body as machine istafieby social
processes.

(i) The Realm of Sex and Gender. There is a pervasive constraint in relation to preesistence of dualisms and
dichotomies, such as nature-culture and feminimigsculinity. In terms of economic production, tlishotomy is
equated with unpaid vs. paid jobs and women-meaisr equated with user vs. exchange values (Ha2eer2).
The persistence of these two realms, poses chakettgunderstanding the natural differences betweem and
women, and to a certain extent it is difficult tesfify women’s disadvantaged position in employmiestuding
career. Following an influential analysis of theXsvs. gender’ sphere by Grossman and Grossmar:@8%nd
Connell (2002:34), it was concluded that: “Societf@ve the option of minimizing, rather than maximg sex
differences through their socialization practicAssociety could, for example, devote its energiexertowards
moderating male aggression than towards preparmgem to submit to male aggression, or towards eaging
rather than discouraging male nurturance activities

One of the implications of the above statemenha to have reform agendas, especially in educaticimoices,
particularly among boys and girls. There shouldlmessation of only boys dominating courses in eratiics, science
and technology, and vice versa boys should be eaged to take on courses that are traditionallyidated by girls
such as those in social sciences and humanitiasddRa(2008) calls for the reciprocity whereby sigi needs to
encourage men and women to be involved in thepea&ts/e ‘non-traditional careersExamples of nontraditional
careers for men are bank tellers, cashiers, cosogitts, librarians, hair stylists and care workensd for women are
mechanics, pilots, chefs, engineers, architectsfémddirectors. This suggests that there showddabmove towards
reconstruction of a more fair male-female proportio the extent that there will be no occupaticat ik defined as, to
use Singh’s (2002) term, a ‘single-sex occupation’.

(iii) Gender as a Symbolic System. The idea of gender as a symbolic system meanddties are treated as surfaces on
which symbols or images are made or painted. Iti@lbelogy of gender as a symbolic system givesdaching
implications to men and women, one of which isefation to career. Men’s bodies are symbolized asculine
and more appropriate for a certain job and jobtjmrsin the imagery of advertising, film, news regsoand mass
media. In contrast, women'’s bodies are symbolizedeminine, sex objects and suitable only for suippe
decorative and advertising functions, as well asytm-instrumental tasks (Broadbridge & Hearn, 2008

The term ‘gender relations’, on the other handnifigs the importance to move from a focus on défee to a
focus on interdependency. The patterns of relatmteseen men and women inevitably affect sociahphgna, one
of which is career. Modern analyses by Roces andakds (2000), Connell (2002) and Broadbridge andri€2008)
describe four structures of gender relations, ngmebwer relations, production relations, emotionglhations and

symbolic relations. Power, as a dimension of gendas central to the Women'’s Liberation conceppatfiarchy and —c['s = e
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violence or sexual harassment, bullying and wifiéeenizag as an assertion of men’s power over worttsrrelevance to
career, for instance, is its close association wligh notion of the glass ceiling i.e. an abstraatribr that limits
women'’s vertical progression due to patriarchal @mnain the organization. The glass ceiling, acedo Flanders
(1994), and Kumra and Vinnicombe (2008) has beentified as an invisible barrier that women confras they
approach top positions within the organization.

Production relations of gender is related to sexlirbkion of labor, and was the first structuregainder to be
recognized in social science and it remains theéreeof discussion until today. Sexual or gendeiisiim of labor
describes the situation where certain tasks arfenpeed by men and others by women. According toaBhloidge and
Hearn (2008) gender division of labor, in many amstes, leads to hierarchical (jobs positions wineamagers are
normally men and secretarial staff are women) aadzbntal (centre-periphery where central actigiti@e more
performed by men and frontline or marginal actéstiare often staffed by women) gendered distributib jobs.
Gender division of labor also leads to formal amirimal gendered management and authority. This imaggct men
and women especially if the organizations are dateth by masculine values. If that is the case, wosraployees
would face more barriers to career advancementee wbserved in an engineering-based firm (Ismalb&him,
2008).

Emotional relations relate to the attraction betwewlividuals due to differences in sex. Therefdre,seholds
are expected to be formed on the basis of emotattethments between two partners or spousesataerdndividuals
in the families; and emotional relations are some$ nonlinear or reciprocal, instead they are hibreal. Finally,
symbolic relations explain the complex system ademstandings, implications, overtones, labeling alidsions about
men and women that have accumulated through clulistory. This is related to the idea of genderaasymbolic
system as mentioned earlier.

The implications of the concept of gender relationsmen’s and women’s career are numerous. Histetis a
direct influence on women’s progression in careepemding on organizational climate such as leagerstyle,
whether masculine or feminine (Koshal, Gupta & Kalsi1998). Organizations that are gender-sensitizdidhave
better opportunities for both men and women to peg in their career. Second, the perpetuationredyztion
relations based on gender based division of labwaurd be unavoidable. It is well understood tlinet division of tasks
should work harmoniously and in fact complemenyattlis, however, important to ensure that theaapt of ‘separate
but equal’ (White and Hastuti, 1980; Wacjman, 1988)followed through so as to achieve the goaleofdgr balance,
and not to lead to gender conflict, earlier popgatd by Trigiani (1999). Third, gender and emotioredations is
important in any organization and so individuals expected to have mutual respect and understafalirggch other.
Finally, gender and symbolic relations suggestmitae in characteristics between men and women,thisddiversity,
as Mavin (2001) and Arokiasamy and Ismail (2008)ipwshould be taken as a source of challengéhfmanagement
and leadership of the organization to strive fawial in the modern era of employment. It is wortbting here that
the implications mentioned above are in realitgliatting with each other. As such, organizatiorth wome forms of
gender-sensitized initiatives are said to operatisa all the above forms of gender relations.

Gendered Career Pattern

Driver’s (1994) definition of career is adoptedvitnich it delineates four basic patterns of caréat telates to
gender. The patterns are indicated as follows3@dy-state: Career choice is made once for a life-time commaitm
to an occupation; (iiLinear: Career activity continues throughout life as onevesoup an occupational ladder; (iii)
Spiral: Career choice evolves through a series of occupatichere each new choice builds on the past anelafes/
new skills in a cyclical manner; and (iVjansitory: Career choice is almost continuous in which fielntganizations
and jobs change over a certain number of interwal a variety dominant forces. This descriptionbased on
objective career patterns.

The steady-state and linear-career types, commaareer literature, are regarded as the typicahtuhical
careers occupied in the past by males, while tlalspnd transitory types are especially applicablevomen. This
newer meaning of career is further supported byl Bod Langan-Fox (1997) whereby they define a caaegrogress
of life in order to incorporate the notion of peffoof unemployment and unpaid work. This is becadhsdater types

The Journal of International Management Sudies, Volume 4, Number 2, August, 2009 177



address the concerns of women of unemploymengneiiment, or career-breaks due to child-bearingchiid-rearing,
marital, and family phases. Woodd'’s (1999) analg$igendered career patterns shows that women tigriolow a
career pattern which has the characteristics gitfilty, transferable skills and part-time and tgonary work. To adopt
Driver's (1994) concept, women follow spiral andrtsitory types of careers. The optimistic analpsidVoodd (1999)
concludes that typical female employment patteressaitable in today’s economic scenario and so eoare said to
be more adaptable to modern careers that are ¢barad by organizational dynamism and technoldgieaendence.

Further evidence of the gendered nature of caseapted in Malaysian studies that hypothesize ¢ngtloyed
women suffer from work and family conflicts moreththeir husbands (Ahmad, 2006). It is similarlyrid by Mavin
(2001) that a common experience of many employednevo is the conflict between work and family roles.
Circumstances and responsibilities often force wohoechoose between upward mobility in career amilfy stability
in the home, or even to emphasize more on the yaartl very minimally on career. Measuring carearcess is
another aspect of the gendered nature of careerkiagh women require a combination of both objextnd subjective
variables. The traditional male model of careercess is no longer reliable to capture the realvarinen’s careers
which requires both career interpretations.

Evidence of Gendered Career
Selected Demographic and Employment Data on Malaysian Men and Women

The population of Malaysia stands at 27.17 milliassat December 2007, of which the breakdown bysnahd
females is 13.83 (50.97 %) and 13.34 (49.03 %)iond, respectively. Specifically, the birth ratedanfant mortality
rates are higher for males (17.7 and 6.7 %) thamales (17.2 and 5.9 %) and life expectancy for m@ld.7 years) is
lower than that of females (76.5 years). These egpdain some of the reasons for the differenc®tal population by
gender (see Table 1).

Table 1: Some Characteristics of Malaysian Populadin by Gender, 2005 and 2007

Characteristics Male Female
Population (Total 27.17 mil) 2007 13.83 (50.97 %) 13.34 (49.03 %)
Birth rate (Child birth/2000 pop.) 2007 17.7 17.2

Life expectancy (years) 2007 71.7 76.5

Infant mortality rate (No. of deaths of infant/100@ births) 2007 6.7 5.9

Labor force participation (% in 2005) (Total 10,44 &nil) 64.3 35.7

Workforce with tertiary education (% in 2005) 16.2 24.1

Source: Malaysia (2008).

There are differences in terms of population bydgerthroughout the age groups. The population etathe
group of 4 years old and below for males is 1,6@Botisands and female, 1,507.5 thousands. Thisegetifference
continues throughout the economically active pdporiaof ages 15 to 64 years after which femalesedcthe male
population (as indicated by an arrow in Figure Bigure 2 further shows data on percentage of wockfdoy
educational attainment in 2005 in which women edctbe percentage of men for the extreme workfoategories.
The categories are within the group of those withformal education, where the percentage of wonteh ¢) is
higher than men (3.7 %), and workforce with tegtiaducation. This implies that currently Malaysi@omen enjoy
better educational achievements compared to thosihd past three decades. As a whole, howevery ledyoe
participation of women is about half that of meverthough currently the workforce with tertiaryuedtion is 16.2 %
for men and 24.1 % for women, respectively. Thedetepresentation of women compared to men istdutbe
increase in female graduates from tertiary instihg in the country. When the data are comparedl thibse of a
European country e.g. Finland, the gender pattesimilar but the figures are higher, at 31 % a8d3 respectively
(Jokivuori, 2007). This shows that the better repntéation of women in the workforce by educatioleakl is a
universal phenomenon.

FE f"'* 0 cm, FEaspst:
| R R kR
/‘ Hﬁﬁ F,;;Pz*m i éamfﬁm

T
—ln.

178 The Journal of International Management Sudies, Volume 4, Number 2, August, 2009



Per o0o0 Persons
1000
900 4-879.1
800 853’3\ 774.1
700 7423 652.2
rsz>1\
600 \ -~ Male
4884
500 1 o Female
464.2
400 1 340.7
325.9 @\
300 \{:/.5
200 238 8 4
103.9 1037
100
Age
0 T T T T T T T T Group
40-44 45-49 50-54 55-59 60-64 65-69 70-74 75-79 80+
Figure 1: Malaysian population by age groups, 2007
Source: Malaysia (2008).
Percentage
60 57.9
50 ///:\\
50.9
> / \
30 ~
20 22‘3’/ \ 24.1
/;5 N 162
10 G‘SV
0 3z Educational
No formal Primary Secondary Tertiary Level
education

Figure 2: Workforce by Educational Attainment and Gender, 2005
Source: Malaysia (2006).

The implications of the data are: First, the popatain the primary, secondary and tertiary eduratevels as
well the labor force participation should indicat®mre males than females. This is as expected benhvithis taken
based on workforce with tertiary education the regas seen as shown in the figures alluded toeeaA question
arises: Where do the educated men go in terms pfogment? Second, the bulk of the workforce is piéed by males
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with primary and secondary level education. Anottpeestion arises: What are the strategies taketmdygountry to
increase the number of male graduates? These suggésther research in the areas.

Evidence in an Institution of Higher Learning
Student Population

Academia is another area in which the dynamic eatfigender and career can be observed. For thioge the
population of students at both undergraduate andugtte levels as well as the academics of a sdlecteersity in
which Universiti Putra Malaysia (UPM) was usedhistanalysis.
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Figure 3: Undergraduate students of UPM by gendeffijelds of study, 1995 to 2008.
Source: UPM (2008a)

Figure 3 shows time series data for the undergtadu@pulation at UPM from 1995 to 2008, by gendet field
of study. It is very clear that females have beemidating the campus population and especiallyfitids of science
and technology, from 1995 to 2008, and the gendprigcame very distinct as the university’'s popartaincreased to
the present total of 17,477. The male to femal® irrently stands at 32 % and 68 % or 1:2. Haweamong the
graduate student population, the situation is Higtifferent (Figure 4). While female students atd#l dominating the
programs, particularly at the Master’s level, thpiesence in PhD programs is consistently lowen ttieeir male
counterparts, for the period 2004 to 2007. Thided#ntiation could be related to the earlier notainthe gendered
nature of career in which vertical career movenstiit favors men over women as the decision to go Higher
education e.g. PhD is strongly related to movinghepcareer ladder.
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Figure 4: Postgraduate students at UPM, 2004 to 2@0
Source: UPM (2008b).

Careers of Academics

Table 2 shows the gender proportions of full-tinteademics in selected Commonwealth countries, in0200
Based on the year 2000 data as reported by Sin@gbR)2there was no clear indication of differenatween the
proportion of women and men academic staff in dgved and developing countries of the Commonweulith, the
exception that, the absolute number is higherHerformer than the latter. However, it is encourggio see that the
percentage of women academics in Malaysia (24.8 drjng that year was slightly above the average for
Commonwealth countries (22.6 %), and about equ#hao in the United Kingdom (24.0 %).Table 3 furtleplains
the gender proportion of professors in selected i@omwvealth countries, in 2000. Overall, 13.1 % o grofessors
were women, which yield to a ratio of men to wonoéi7:1. As for Malaysia, there was an upward trenthe number
of women professors from 9.6 % in 1997 to 16.9 %2000, which was above the Commonwealth averade df %.
Similarly in India, the figures increased from 1@0518.0 %, in Hong Kong from 7.3 to 12.4 %, andingapore from
none to 6.6 %. The significant improvement in tmeportion of women professors is noted among Asiamntries.
This was significantly affected by the marked impnment in participation of women in education, amdvarious
sectors of employment such as services, industridamanufacturing (Malaysia, 2006).

Table 2: Gender Proportion of Academics in Selecte@ommonwealth Countries, in 2000

Country Men % Women % Total
Malaysia 1603 75.2 528 24.8 2131
Australia 12081 76.1 3787 23.9 15868
Canada 19196 77.4 5618 22.6 2481
Hong Kong 1034 80.8 245 19.2 1279
India 10155 76.8 3067 23.2 13222
New Zealand 2397 77.3 702 22.7 3099
Singapore 1766 82.8 367 17.2 2133
United Kingdom 30696 76.0 9701 24.0 40397
Commonwealth 96902 77.4 8310 22.6 125212

Source: Singh (2002), p.5.
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Table 3: Distribution of Professors by Gender in Sected Commonwealth Countries, including Malaysia2000

Country Women % Men % Total
Malaysia* 77 16.9 379 83.7 456
Australia 286 10.9 2345 89.1 2631
Canada 1570 14.5 9271 85.5 10841
Hong Kong 53 12.4 376 87.6 429
India 769 18.0 3504 82.0 4273
New Zealand 55 11.7 416 88.3 471
Singapore 11 6.6 156 934 167
United Kingdom 986 11.2 7856 88. 8842
Commonwealth 4349 13.1 828 86.9 33241
Source: Singh (2002), p. 32-33.

* The data were based on a survey in seven esttabliuniversities, namely UKM, UPM, UNIMAS, UM, USMTM and IIU in 2000.

Figure 5 displays the numbers of academics, spatiifilecturers and professors by gender in UPMINfr1980
t0 2008. The difference in the absolute numberspardentages for each gender, for these two acadamkings, is
clear whereby throughout these years there have ineee men academics than women, even though thefas seen
to be slightly declining after 2005. However, tlgsin contrast with men and women professors wltleeeratio is
constantly at 3: 1 throughout the three decadeforBe€005, there was a big difference in the nurmdfemen and
women lecturers until they become about equal B62@ne reason to explain this is the influx of vesngraduates in
the early years of the millennium, some of whomsghto join public universities, including UPM, deir career

choice. There is evidence that women professorslataysian public universities have occupied variolegision-
making positions (Ismail & Mohd Rasdi, 2006).
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CONCLUSIONS AND CHALLENGES

This article draws conclusion and identifies chadles as follows: First, there are more males tearafes in the
economically active (15 to 65 years old) Malayspopulation. It is, therefore, a challenge to us #wel country to
increase the number of male students at the teréiducation levels as well to improve the propaortad workforce
with tertiary educated men. Second, the curreit aftmale to female senior members in the samplealic university
is still behind the national target of 2:1 (or 30v#émen at the decision-making level) (Malaysia, @00rhis poses
challenges to the institution concerned to arrivéhis gender equity target. Not only is it a chagle to women to be
accepted to decision-making posts and to shouldemianagerial careers as required e.g. to acasformational
leaders (that are found to be important in the gliabd economy), but also to men to accept womeuassers in the
decision making ranks of the institution.

Third, there is mixed agreement in terms of théadiomy of career definitions for men and women delreg on
contexts. While there are some truths about thesteady, transitory or spiral stages of women’'seapaths (Driver,
1992) in practice most measurements of career gramtl success are dependent on objective rathetthtbaubjective
standards (Evetts, 1996; Ismail, 2003) to whichftieer adheres to in the linear career pattererdfore, this leaves
women with no choice but to conform to the objeetand hierarchical career standards that are tha o many
organizations. However, this is only possible ifrmen are aware of their other responsibilities i dlomestic sphere
as a wife and mother. This further concludes theuaessful career woman is said to be one withtdesposition in a
profession and having a harmonious family. Thisagely poses a challenge more to women and men.

Finally, understanding the differences in men’s avmmen’s career theories and status is importaribcals
equally govern a proportion of the workforce in aihieducation and effort have been invested. Theewsity in this
study cannot afford to underutilize or lose eitender’s talents, more often women. This analysgeader and career
is, therefore, significant for any organizationsutederstand the ways in which men and women prepapgre and
adjust in their future careers.
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