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Abstract 
Challenges are anything that prevents future movements from developing or making any 
progress or any incidents and conditions that make the career development difficult to move 
forward.  This study focuses on the previous researches which investigate job challenges with 
the goal to gain more understanding about the issues or factors that restrained the career 
women from developing their career and instead chose to stop working.  There are hundreds 
of past studies that can be chose to make a comparative result.  Comparative Research 
Method had been used to analyse the data.  The result of this comparative analysis between 
various past studies regarding career women and female engineers, the researchers found 
that there are 14 elements that became a conflict or challenges for women to keep working 
after marriage, which is leadership, gender discrimination, sexual harassment, work-life 
balance conflict (working-family), child care, safety, support, health, work environment, 
communication, salary, transportation, leaves, and women mentor.  However, there are only 
three (3) elements that strongly influence women engineers to stop working after marriage, 
namely gender discrimination, child care, and work-life balance conflict.  The results of this 
study can be used as guidelines in helping new researcher to further develop and broaden the 
research regarding women.  This study also discussed suggestions for future studies to 
increase women workforce in various industries and this study also suitable to be used as a 
review study. 
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Introduction   
The establishment of Human Resource Development (HRD) is to act as a producer or creator 
and as the supplier of the workforce, whether skilled or semi-skilled labours according to 
changes in technology and market as well as preparing skills needed in the future (Noorziah, 
Abdul Kadir, & Dg Kamisah, 2015).  In addition, the main responsibility of the Human Resource 
Development (HRD) is to provide flexible, agile, knowledgeable and with relevant skilled 
workforce (Nurazimah & Yusri, 2013).    
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  In lines with these responsibilities, Jabatan Pembangunan Sumber Manusia Berhad or 
Human Resources Development Fund (HRDF) has taken an action by launching a special 
program HEARTS in 2013.  HEARTS which means Housewives Enhancement Reactive Talent 
Scheme is set up to increase the numbers of female workers in the job market with the target 
group of women aged 25 to 60 years old.  This program is created to attract women who are 
forced to quit their work due to the working hours that are not flexible with their 
responsibilities of managing the household.  This is because, in the development of a career, 
women undeniably had to face with challenges, especially with the challenges that came after 
the marriage as what had been said by Suhaida and Mohd. Faizal (2014) that for women, in 
one hand had marriage and in another had a career, it was a test of their mental strength and 
resilience. 
 The Shah and Shah studies (2016), explain that from 51% of women who are still 
working, there are still many who are facing problem in developing and improving their career 
status compared to men that have only 16% constraints. This is due to the factors such as job 
demands or expectations, tensions, stress at work, and family demands (Mardhiah et al., 
2013).  Therefore, a survey has been conducted to identify the factors of job challenges that 
have been a hindrance to these women engineers in continuing their work. 
 
Job Challenges Factors 
Challenges are anything that prevents future movements from developing or making any 
progress or any incidents or conditions that make the career development difficult to move 
forward (Brown & Barbosa, 2001; Domenico & Jones; 2006).  Domenico & Jones (2006) 
further stated that, some of the challenges or difficulties that they have faced, explained the 
gap between the women’s abilities and their achievements or these obstacles can explain the 
constraints of women’s career aspiration.  Hindrances or obstacles are one of the important 
factors in the process of career development and the obstacles start since the period where 
the women were in school, college, and then working, and they will become more complex 
over time (Domenico & Jones; 2006).  Women often views challenged and conflicts as a 
barrier in the process of their career development (Albert & Luzzo, 1999; Brown & Barbosa, 
2001; Luzzo & McWhirter, 2001). 
 As a result of comparative analysis between various past studies regarding career 
women and female engineers, the researchers found that there are 14 elements that became 
a conflict or challenges for women to keep working after marriage, which is leadership, gender 
discrimination, sexual harassment, work-life balance conflict (working-family), child care, 
safety, support, health, work environment, communication, salary, transportation, leaves, 
and women mentor.  However, there are only three (3) elements that strongly influence 
women engineers to stop working after marriage, namely gender discrimination, child care, 
and work-life balance conflict.   
 
Gender Discrimination 
Being exposed to the risky job environment or going into foreign places (off-site work) is 
something unavoidable when you chose to work in the technical industry.  Faulkner (2016) 
explained that the challenges towards female engineers started when their abilities to 
perform off-site or going into foreign places is deemed inadequate by others.  Furthermore, 
the nature of women itself, which is their nature to ask questions for every task that needs to 
be done had caused a mistrust by their employer towards their abilities compared to man’s 
egoistic nature when it’s come to ask and be all-knowing (Smith, DiTomaso, Farris, & Cordero, 
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2011; Lombardi, 2017).   Additionally, even though women engineers want to prove their skills 
and abilities, some employers or co-workers, especially men may have doubts or hesitancy 
and sympathy to let women lead and do heavy tasks (Niemeier & Gonzalez, 2014; Lombardi, 
2017).    
 Discrimination towards the capabilities of women engineers had affected the job 
distributions, from the tasks of being an engineer to organizational management in which 
wage distribution is also affected due to the differences in responsibility where it is said to be 
lighter compared to men engineers (Collis, 2013; Faulkner, 2016; Umbach, 2016).  In 
summary, the leadership of women engineers in carrying out their responsibilities has been 
always dubious and untrustworthy by others as Annunziata and Chase (2016) stated that 
gender discrimination is more towards the employer’s lack of confidence in the 
administration or the leadership of the women itself.   
 
Child Care 
The responsibilities towards their child and to manage their career always causing the 
difficulties and challenges among women engineers whether to continue working or chose 
not to continue working (Unicef, 2010; Lath, 2010; Ibem, Anosike, Mosaku, & Azuh, 2011).   
The issue with childcare is very complicated, especially involving the issue with the child safety 
and the suitability with the caretaker home, which often witness a case of child abuse or is 
not well-trained to handle and taking care of a child (Zanariah Noor, 2012).  She further stated 
that the conventional opinion and the emphasis of women’s responsibilities in the household 
that existed since before had caused the women more obstructed from seeking out job 
opportunities. 
  In addition, the lack of childcare facilities near or at work causes women engineers to 
choose to care for their own children, which eventually get them involved with informal and 
unpaid work sector (Perbadanan Pembangunan Pulau Pinang, 2013).  So, child care also 
contributes to the stress and challenges towards women due to the difficulty in finding the 
most suitable caretakers or child nursery. 
 
Conflicts of Life Balance 
Life balance conflicts happened when the responsibilities cannot be performed fairly when 
demand is required both in professional and personal life.  Challenges to carry and balance 
out various responsibilities can cause employees to experience fatigue, hard to concentrate, 
and difficult to gain common sense (Danielson et al., 2012).  Fouad (2012) also explains that 
the majority of women engineers has a conflict of responsibilities when there are times they 
need to care for their child and at the same time to care for parents or family members who 
are old, while they also need to maintain their focus on the career.  Each role has different 
claims and when the roles are overlapped with each other, various problems and issues will 
be faced and thus, creating a lot of pressure on these women (Singh, 2013; Mani, 2013; Yadav 
& Yadav, 2014).  Hence, these engineers need to balance all the claims and the pressures that 
came with the family and working responsibilities, to avoid and reduce family-work conflicts 
and achieve maximum level of life satisfaction. 
 
Conclusion 
This study will be able to make new contributions in the literature by exploring the factors of 
job challenges among women engineers.  In addition, the identification of these factors can 
be used as a guideline for the researcher and could be used in the future studies to be further 
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developed in other career fields.  Besides, through identifying this women conflict, it is 
possible to give an idea to a new researcher to study how to attract women’s participation 
back into the job market.  This continuous studies will create a closer relationship between 
the researchers and the society.    
 Models and theories have an important role in research, and even a model can provide 
guidelines for solving a restructuring or create a new system by referring to the presentation 
from the real world (Shafique & Mahmood, 2010).  Additionally, according to Yadav and Yadav 
(2014), with the understanding of matters or issues that do not meet the employee’s 
standards will further attract the attention of employees and employers to have a better 
understanding of each other and thus, helping to remain working.  Hence, the value of the 
elements that had been identified could be used as a guideline and help the newer 
researchers to build a new career model related to career. 
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