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Abstract: The United Nations has included the importance of gender equality in Sustainable
Development Goals (SDGs) Goal No. 5. Malaysia and other developing countries have long
taken steps to promote gender equality and women's empowerment. Nevertheless, it
cannot be denied that gender discrimination and gender inequality persist, especially in the
construction industry. The lack of representation of women in the developing countries'
construction industry appears to be a major challenge hindering progress towards achieving
gender equality. The objectives of this research are (1) to identify the factors that perpetuate
gender inequality in the Malaysian construction industry and (2) to recommend strategies
that can be adopted to improve work policies in Malaysia's construction industry to promote
gender equality. Data were collected from companies registered with the CIDB G7 status in
Kuala Lumpur. Cluster sampling and quantitative method was used in this research. All the
data collected were analysed using descriptive analysis with the assistance of the Statistical
Package for the Social Sciences (SPSS). The research findings reveal that the main factors
that perpetuate gender inequality in the Malaysian construction industry are gender
stereotypes and perceptions. This research has also recommended that the main strategies
that can be adopted to improve work policies in Malaysia's construction industry to promote
gender equality are to improve work-life balance and supportive policies. This study has
brought a new dimension to the study in the domain of gender equality, where the success
of this study in achieving its aim, which is the development of practical strategies for
improving work policies in Malaysian and other developing countries' construction industries,
can be practiced by stakeholders involved to promote gender equality.

Keywords: SDG No.5, gender equality, gender stereotypes, gender discrimination, work
policies

INTRODUCTION

The United Nations (UN), back in 2015, infroduced 17 Sustainable Development Goals (SDGs)
as part of the 2030 Agenda for Sustainable Development. These goals are framed by
providing a comprehensive framework for countries and stakeholders to work together for a
sustainable future, taking info account global challenges including poverty, inequality,
climate change, and social injustice. Thus, it is a universal call for all countries to take part
and contribute towards the goal.

Realising that gender equality is also one of the fundamental aspects of ensuring
sustainable development, the UN has included this agenda in Sustainable Development
Goals (SDGs) Goal No. 5: "Achieve gender equality and empower all women and girls." This
goal was formulated with a clear target to achieve gender equality and empower dall
women and girls, addressing discrimination and disparities prevalent in various areas of life
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(United Nations: Department of Economic and Social Affairs, 2022). This goal has identified
the systemic discrimination and inequality faced by women and girls worldwide and
promotes the need for participation and equal access to opportunities in all areas of life,
regardless of gender. This was highlighted by Rosa et al. (2017) and Holdsworth et al. (2020)
stating that there are positive effects of women's empowerment on economic growth, social
well-being and environmental sustainability.

Malaysia, as a developing country, acknowledges the importance of gender equality
and shows its commitment to addressing differences and discrimination based on gender,
as highlighted in the Twelfth Malaysia Plan. Moorthy et al. (2022) reported that Malaysia is
committed to empowering gender equality by increasing the involvement of women in the
economic sector and the decision-making process. It reflects that the Malaysian
government also gives high recognition to the issue of the importance of gender equality to
drive sustainable development in Malaysia. However, according to Abdullateef (2021),
women's participation is limited, and the Malaysian construction industry is still dominated by
men. The lack of effective work policies that promote gender equality in the Malaysian
construction industry has been identified as a significant cause for slowing down the progress
of the Sustainable Development Goals (Navarro-Astor et al., 2017). This was agreed upon by
Valitherm (2021), revealed that there is a lack of gender-sensitive policies and practices in
the Malaysian construction industry.

Most of the existing policies and practices are geared towards men. This was echoed
by Adeniji et al. (2022), reported various challenges faced by women in this sector, such as
gender stereotypes, a lack of support, and limited career advancement opportunities in the
construction industry. Findings by Navarro-Astor et al. (2017) and Valitherm (2021)
summarised that significant barriers do exist and impact the development of women's
careers in the industry. It leads to discrimination and unequal treatment faced by women.
Kamaruddeen et al. (2019) stated that women go through various forms of discrimination,
such as unequal pay, lower promotion rates, and limited access to training and
development opportunities. Smith & Sinkford (2022b) added that there has been a lack of
meaningful change in the gender equality policy arenas. Dhar (2018) also reported that
Women's groups have consistently been raising critical questions of how equality, inclusion
and participation would be embedded in a world structured around grave inequalities and
exclusions.

The impact of this inequality gap in the construction industry in Malaysia is that it has
become a stumbling block that hinders efforts towards the Sustainable Development Goals
(SDG) related to gender equality. In the construction industry specifically, this situation of
gender inequality is not only detrimental to women, but it also constrains the progress and
sustainability of the construction industry itself, as these circumstances neither consciously nor
unconciously limit the pool of talent, skills, and perspectives required to meet the demands
and challenges of the industry in the future. This was agreed by Bertay et al (2021) highlighted
that gender equality is more than a moral issue; it is a vital economic issue. For the global
economy to reach its potential, conducive conditions need to be created in which all
women can reach their potential.

The research's significance and gap was validated based on the issues raised. The
objectives of this research are (1) to identify the factors that perpetuate gender inequality in
the Malaysian construction industry and (2) to recommend strategies that can be adopted
to improve work policies in Malaysia's construction industry to promote gender equality. The
findings of the research provide useful insight that can contribute to the enhancement of
gender equality within the context of Sustainable Development Goals that can be
implemented in other developing countries as well. The research is in line with SDG No. 5,
promoting gender equality.



LITERATURE REVIEW

Construction Industry

The construction industry plays a crucial role in shaping economies and societies around the
world (Pamidimukkala & Kermanshachi, 2021). However, starting in early 2020, like most other
sectors, the construction industry has faced significant challenges due to the COVID-19
pandemic. The pandemic has brought great disruption and transformed the construction
industry. There are various challenges faced by both field and office workers in the
construction industry, such as a decrease in productivity and delays in project timelines due
to supply chain disruptions, labour shortages, and limited access to construction sites, as
highlighted by Pamidimukkala & Kermanshachi (2023a) and Mohd Fateh & Sulaiman (2021).
This has a substantial impact on the national and global economy and affects both parties,
whether employees or companies. Many construction projects are halted or delayed, and
many companies face financial pressure, which causes workers to experience layoffs and
reduced working hours. Musarat et al. (2021) reported that the pandemic has created
difficulties for contractors to complete projects on time and within budget. This has had a
direct impact on workers, including women, who face the risk of reduced employment
opportunities and income.

Even before the pandemic, the issue of gender inequality in the construction industry
had already become a cancer. Women are often seen as underrepresented in this sector,
with limited access to high-paying and managerial positions. Nguyen Van & Nguyen Quoc
(2021) highlighted that this pandemic has affected groups involved in the construction
industry, including women, but disproportionately, which leads to increased gender
inequality. (Ogunnusi et al., 2020), (Alsharef et al., 2021), and (Oo et al., 2021) added that
female construction workers are more vulnerable to the risk of higher job insecurity and
reduced working hours as a result of this pandemic. (Biswas et al., 2021) also supported the
findings, highlighting that the pandemic has widened the gender gap in the construction
sector, with women experiencing higher unemployment rates and reduced working hours.
(Harrigan & Koh, 2015), (Alves & Shah, 2018), and (Guo et al., 2020) summarised that women
face a higher risk of job insecurity, reduced income, and more limited job opportunities,
compared to men.

Gender Equality in Malaysia

The pursuit of gender equality has been a major goal around the world for quite a while.
Moorthy et al. (2022) highlighted that Malaysia has embarked on a significant step towards
achieving commendable progress in the aspects of gender equality and women's
empowerment. The important role of women in the country's economic development has
been highlighted several fimes in the 11th Malaysia Plan. In the 11th Malaysia Plan on the 2nd
Pillar, Improving the Well-Being of the People, it was clearly stated that there was a need to
provide an integrated support system and a conducive environment to increase women's
participation in economic and social activities while at the same time ensuring the well-being
of the family (Department of Statistics Malaysia, 2020).

Through the policies formulated by the Malaysiaon government to strengthen gender
equality, the situation of women in Malaysia has improved over time (United Natfions:
Department of Economic and Social Affairs, 2022). (Moorthy et al., 2022) added that these
policies have contributed greatly to increasing women's access to education and women'’s
awareness of their constitutional rights. Even some of the outdated laws and policies have
been amended and re-enacted to eliminate any discrimination against women, which has
helped Malaysia in the process of improvement in the aspect of gender equality. In order to
express Malaysia's commitment to supporting gender equality in the SDGs, a new ministry
focused on women's matters was established in 2001 under the name Ministry of Women's
Affairs. and this ministry has improved over time in ferms of the scope of its duties and is now



known as the Ministry of Women, Family, and Community Development by the year 2004.

Current Workplace Policies and Practices in the Construction Industry

Women's participation is limited, and the Malaysian construction industry is still dominated by
men. Usually, administrative and clerical tasks are only given to women instead of technical
and managerial positions, as stated by Shibani et al. (2021). (DOSM, 2022) reported that the
labour force participation rate for women in Malaysia was 55.1% in the third quarter of 2021,
but the participation rate of women in the construction industry was only 5.6%. This proves
that hard work needs to be carried out by industry players to increase the participation of
women and improve their representation in technical and management positions.

Several studies have been conducted to study the challenges and obstacles to
women's participation in the Malaysian construction industry. Findings from Masuri et al.
(2017) stated that women face challenges such as lack of recognition, lack of support from
male colleagues, and limited opportunities for advancement in their careers. Valitherm
(2021) uncovered that the industry needs to improve the workplace environment to attract
and maintain the participation of women. This was echoed by Adeniji et al. (2022), who
looked into gender stereotypes, a lack of career advancement opportunities, and
harassment. The results of the past studies recommend the promotion of gender equality and
the creation of a gender-inclusive work environment through the provision of training and
education programmes created by the construction industry itself. From the studies carried
out, it can be generally concluded that, in the current situation, the policies carried out by
the construction industry in Malaysia are still a work in progress in promoting gender equality.

Some developed countries have already started to implement policies and practices
to promote gender equality in the construction industry. The United Kingdom has
implemented initiatives such as the Women in Science, Technology, Engineering, and
Mathematics (STEM) programme to encourage women to pursue careers in technical and
managerial positions in the construction industry, as reported by Abid et al. (2021). (Hongtao
& Jennifer, 2020) highlighted that the Women's Business Enterprise National Council (WBENC)
certification programme has been implemented in the United States to provide opportunities
for women-owned businesses to compete in the construction industry. All policies such as
these should be considered by the relevant parties involved in the Malaysian construction
industry to promote gender equality.

There have been many studies that show policy changes that promote gender
equality in the construction industry can provide several benefits, including increased
productivity, job satisfaction, and the overall performance of the industry. (Moncaster &
Dylan, 2019) highlighted that implementing a work policy that is friendly to gender equality
is able to overcome the issue of a lack of skills in the construction industry and improve the
reputation of the industry. Holdsworth et al. (2020) also added that gender diversity in the
workplace improves organisational performance and employee well-being.

Gender Discrimination and Inequality in the Construction Industry
Discrimination and gender inequality certainly have a significant impact on the involvement
of female workers in the construction industry. Female workers often face various challenges
that limit their career advancement and opportunities. Among the factors that significantly
affect the experience of female workers in the construction industry are gender stereotypes,
discrimination, and harassment, as emphasised by Adeniji et al. (2022), These factors often
lead to an unpleasant work environment for women and ultimately impact lower job
satisfaction, decreased productivity, and higher turnover rates (Mohd Fateh & Zamri, 2022).
Navarro-Astor et al. (2017) recorded that lack of support from superiors and
colleagues was also identified as another challenge faced by female workers in the
construction industry. Female employees have limited access to mentoring and networking



opportunities, which are important for career advancement. The construction industry also
often makes female workers have to deal with situations where inadequate facilities, such as
mixed toilets and no changing rooms, make it difficult for them to work comfortably on
construction sites. This was echoed by Valitherm (2021) and Nayak & Pandey (2021) who
discovered that inflexible working hours, long working hours, and limited access to family-
friendly policies and practices also affect the interests of female workers. Kumar (2013)
reported that women are often seen in low-paying jobs. In fact, not only salary but also
discrimination against women exists at the level of recruitment, selection of skilled jobs, and
opportunities for self-advancement. As a result of the lack of access to opportunities for self-
advancement in a career, this often leads to lower job satisfaction and self-motivation and
ultimately allows women to decide to leave the indusiry to pursue other careers. This was
agreed upon by Holdsworth et al. (2020), who stated that the decrease in productivity and
profitability is also an impact of the lack of diversity in the industry, limiting creativity,
innovation, and problem-solving abilities caused by the problems of gender discrimination
and inequality.

In Malaysia, women also face similar challenges in the construction industry due to
gender inequality. DOSM (2022) stated that the labour force participation rate for women
in Malaysia was 55.1% in 2021, compared to 80.8% for men. This was echoed by Subramaniam
(2021) reported that women'’s participation in the labour force has stagnated over the past
25 years. Besides, evidence of gender disparity in terms of earning prevailed, women earned
28% less than men and this shows very little change. This lack of gender diversity certainly
limits the industry's potential for growth and innovation, leading to lower productivity and
profitability. It is therefore important to address gender discrimination and inequality in the
Malaysian construction industry to promote the goals of sustainable development and
gender equality. Based on these issues highlighted, undoubtedly the impact of gender
discrimination and inequality on the construction industry is significant, as it limits the industry's
potential for growth and innovation.

Factors That Perpetuate Gender Inequality in the Malaysian Construction Industry

The issue of gender inequality plaguing the Malaysian construction industry has created a
gap in opportunities and treatment between male and female workers. This issue is seen as
a complex problem and is influenced by several interrelated factors. Among the elements
of this great challenge are gender stereotypes and general perceptions, discriminatory
practices, the site environment, and current work policies.

Gender Stereotype and Perceptions
Gender stereotypes and perceptions can be interpreted as an expectation, impression, or
general prejudice of a group of people or society about roles, behaviours, and traits that are
considered appropriate for individuals based on their gender, as stated by Tabassum &
Nayak (2021). While Ahmed & Moorthy (2021) defined gender stereotypes as a set of notions
and prejudices that relate to the roles of men and women in work determined by biological
determination, just as the roles of men and women in society are also linked to gender. Some
may have opinions with such rigid and stagnant notions, which is always a significant
obstacle to the advancement of women's careers in organizations. Therefore, the word
"gender stereotype” is also often used as a basic variable to analyse the biassed assessment
and discriminatory freatment that occurs to women in the work environment and slows down
their career development, as highlighted by Moorthy et al. (2022). These stereotypes have
contributed to the formation of arigid doctrine, forming society's pattern of thinking and view
of men and women in various contexts, including in the construction industry.

Society's stereotype that gender is a factor that affects the ability of workers to carry
out their roles in the construction industry has resulted in unequal opportunities being given



between male and female workers. In the context of the construction industry, gender
stereotyping is not something new and strange; it has become an integrated norm, not only
among the workers but also integrated into the core of the industry itself, that is, in companies
related to construction as well. The stereotype that the construction industry is male-
dominated has become the most dominant gender stereotype, as discussed by Akinlolu et
al. (2020), who noted that the construction industry continues to be a very male-dominated
sector with male overrepresentation. Adawiyah Awang et al. (2022) added that the
constfruction industry is not a suitable place for women to thrive as a result of the ongoing
stereotype that jobs at construction sites are generally dominated by men. In the
construction industry, a strong perception that many tasks on a construction site are more
suitable, worthier, and more effective if given to a certain gender only has led to gender
inequality.

This gender stereotype has been driven by several views that are related to the
construction industry, some of which are: gender is a factor that affects the ability of workers
to carry out theirroles in the construction industry; many tasks on a construction site are more
suitable to be given to men only; and the construction industry is a dirty, difficult, and
dangerous career, which is seen as more appropriate and more necessary to be dominated
by men. It cannot be denied that the construction industry is a 3D (dirty, difficult, and
dangerous) industry that the general public sees as a very difficult career branch and not
suitable for women to venture into. Thus, this branch of career in the construction sector is
maybe less attractive to women to venture intfo because it is a difficult and risky job and
creates several problems, such as cultural problems, health and safety problems, and stress.
Society in general also might have the perception that the construction industry is a dirty,
difficult, and dangerous career, which is seen as more appropriate and necessary to be
dominated by men.

Discriminatory Practices

Discrimination is also undoubtedly a synonymous factor that contributes to the problem of
gender inequality in the Malaysian construction industry. The three phenomena mentioned
below are among the things that often happen in the construction industry, which reinforces
the view that gender discrimination does happen in the construction industry, namely during
the hiring process, when most women who work on construction sites face unequal
freatment compared to men, and when most management, work methods, and company
policies favour men, as reported Nalitolela et al. (2020). The Minister of Women, Family, and
Community Development of Malaysia, Datuk Seri Nancy Shukri, during a press conference
after the opening ceremony of the Kiddocare Care Enfrepreneurship Ecosystem Forum,
Women's Economic Empowerment, in conjunction with the Asia-Pacific Care Economy
Forum 2023, reported that the total female workforce in Malaysia is one of the lowest in
ASEAN at 55.6% and sfill far from the 59% set by the government by 2025. The Department of
Statistics Malaysia (2023) reported that out of a total of 1,159,600 workers in Malaysia involved
in the construction industry; only 136,400 of them are female workers, who cover about
11.76% of the workforce in the country's construction sector. The lack of labour resources for
women may be driven by the gender discrimination factor practiced in the construction
industry. West et al. (2019) added that few companies practice discrimination based on
gender in the process of hiring employees to work on construction sites.

Strupp (2023) mentioned that although the demand for labour resources in the
construction field is high, the issue of gender discrimination in hiring is sfill active. The
researcher also added that construction companies often require recommendations from
others before they are interested in interviewing female workers for a position, which is an
unbalanced and disappointing practice for women. On the other hand, most women who
work on construction sites face unequal treatment compared to men in terms of training,



promotion, and salary increases. Zainal Abidin (2018) highlighted that male workers receive
higher wage payments than female workers, although both have the same skills and level of
education. Women are considered less productive and cause many problems for the
organisation at work due to taking leave too often (such as maternity leave), and they are
also seen as lacking in leadership skills.

Hegewisch & Mefferd (2021) reported that women workers experience different
treatment in the hiring process, the allocation of working hours, access to overtime, and even
in the termination process; unequal treatment is the main issue in economic stability in the
construction industry. Azhar & Amos (2014) also reported that other discrimination received
by female employees is not having enough organizational support and being required to
carry out simple tasks more often than men. They also feel that they are not valued, have
limited opportunities for career advancement, face pay differentials, struggle with their
safety and health issues, and receive unequal training evaluations compared to their male
colleagues.

Bjorklund (2023) highlighted that most of the company policies favour men over
women in the construction industry. The negative effects are particularly felt by a certain
group as a result of hiring policies that practice discrimination, whether it happens
intentionally or unintentionally. Stamarski & Son Hing (2015) also disclosed similar findings,
stating that the issue of gender inequality is a complex phenomenon in organisations that
can be seen in human resources practices, especially in company policies, decision-making,
and its implementation, which intentionally or unintentionally influences the recruitment,
training, salary, and promotion of women.

Site Environment & Current Work Policies

The construction site environment in the construction industry is seen to be more inclusive for
men than women. Adawiyah Awang et al. (2022) mentioned that the construction industry
is seen as a 4D industry that is dull, dirty, dangerous, and difficult. In Malaysia, the risk of
danger synonymous with the environment at construction sites also has an effect of
discomfort on female workers and leads to stress at work, as reported by Ahmad Latfiffi et al.
(2020). While Nakabonge (2022) added that macho culture, male superiority, and strongly
embedded masculine norms and beliefs in the construction industry have generated a
gender inequality gap. Afolabi et al. (2019) argued that the attitude and atmosphere that
exist in the construction industry should be considered unfriendly fo women.

The site environment shows that the leadership role in a construction project is usually
dominated by men, and there are too few female representatives in this position. This
statement is in line with the opinion of Bjorklund (2023), who reported that indeed men are
more likely to hold higher status roles than women, and because of that, many people think
that men like to display agentic traits such as being dominant and women are more likely to
display communal traits like helping. Therefore, men are more inclined to fulfil higher
positions, and greater leadership roles because they are seen as more powerful and
prestigious. Afolabi et al. (2019) also highlighted that women's professional development is
greatly stunted in the male-dominated construction industry, which tends to (1) make it
difficult for women to be appointed to leadership and management positions, (2) lower the
role and contribution of women in the industry, and (3) create various rigid and discriminatory
regulations that narrow women's career paths. Tabassum & Nayak (2021) findings revealed
that women still receive the effects of gender stereotypes in an organisation regardless of
their position. Thus, the effect is more noticeable when they hold management and
leadership positions. This certainly further reduces the involvement of women in leadership
positions in organisations.

Most of the current workplace policies in the construction industry are not seen as
eager to address gender equality issues. Norberg & Johansson (2021) reported that there are
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various calls in the form of laws and regulations to prevent gender discrimination. The efforts
and initiatives are seen as not so keen to increase the number of women in the industry and
make this industry attractive to all individuals, regardless of gender. Kyung-Hee Kim (2020)
highlighted the tendency of women in their twenties and thirties to challenge themselves to
learn skills in a sector that is fraditionally considered an exclusive occupation for men.
Therefore, it may be seen that the current policies related to construction work have not yet
recognised this reality and accepted the demands of women construction workers.

Adawiyah Awang et al. (2022) revealed that one of the factors that makes the
number of female workers decrease in the construction industry is the inflexible work
environment, policies, and long hours. The lack of work policies on construction sites that
promote work-life balance and gender equality has a greater negative impact on female
workers than on male workers. Lekchiri & Eversole (2021) stated that the work policy and
culture that have inflexible and long working hours have caused women to experience
difficulties in balancing their roles in socio-cultural and work. Nakabonge (2022) emphasised
that there is subtle discrimination practiced by company policies, especially during working
hours. It is rare for companies to study changes to long working hours that would help women
build careers around their responsibilities at home. Valitherm (2021) highlighted the obstacles
faced by women in the Malaysian construction industry and mentioned that work-family life
conflict is the most frequent obstacle. Azhar & Griffin (2014) and Andreas et al. (2009)
underlined that the most critical obstacle faced by women in the construction industry,
especially for those who are married, is maintaining work-life balance. Navarro-Astor et al.
(2017) stressed that various conflicts regarding women's roles and needs to balance life and
career are still a big problem that is seen exclusively for women. This was echoed by Caven
& Astor (2013), who revealed that some women are stuck in the need to choose between
career and family. Some women are worried about losing their jobs or being demoted after
having children, and they will continue to lag in their career development after returning
from maternity leave.

From these findings, it is clear that this construction industry is seen as more inclusive
for men than women, and construction projects are usually dominated by men. All these
show that the current workplace policies in the construction industry are not seen to be keen
on addressing gender equality issues.

METHODOLOGY

The research methodology that has been designed for this study is quantitative. The
quantitative method focuses on the collection of numerical data and its analysis using
statistical analysis. Ali (2021) stated that one of the advantages of using a quantitative
approach is that it can help researchers categorise, formulate, and describe observations
systematically. The data collection was conducted through the utilisation of the
questionnaire survey. The questionnaire that has been designed is mostly composed of
closed-ended questions. Where the respondents respond with predefined answer choices.
The respondents have to choose only one answer from a list provided to indicate their level
of agreement with a given statement by using the 5-point Likert scale. Mezmir (2020)
emphasised that closed-ended questions are effective for collecting quantitative data that
can be easily analysed and compared across respondents.

The Google Form was used for the distribution of questionnaires. One of the
advantages of using Google Form is that it can assist the researchers in streamlining the data
collected by eliminating manual data entry and storing it safely in the cloud. The link
invitation was distributed through digital communication mediums such as WhatsApp.
Telegram, Linkedin and email.

Cluster sampling was used for the research. Acharya et al. (2013) highlighted that it
requires a larger sample size and scattered, thus it is suitable for the research. Based on the



report by the Construction Industry Development Board (CIDB) Malaysia (2024), it was

highlighted that 1,805 main contractor companies with CIDB G7 status registered in Kuala

Lumpur are still active. (DOSM, 2022) summarised that the average number of employees for

each construction company in Malaysia is approximately ten (10) employees. Based on the

information obtained, it can be concluded that the total population for this study is 18,050

respondents. Based on Krejcie & Morgan (1970), the closest population size to 18,050 is 20,000.

Therefore, the sample size for this research has been set at 377 respondents.

The gquestionnaire survey was given to numerous individuals who work in various roles
and levels in the construction industry, especially those directly involved in site work.
Therefore, the selection of respondent criteria needs to be done carefully to ensure that the
collected sample is comprehensive and representative. The criteria that have been set in
this study include:

1. Both genders (men and women): These two genders were selected to gain a
comprehensive perspective from both sides of gender-related issues in the construction
industry. The input from these respondents is to ensure that this study is not biassed fowards
one gender only and also to ensure that balanced and fair data can be observed and
evaluated.

2. Involved with construction projects in Malaysia: This is to ensure that the data obtained is
from respondents who have direct experience with and knowledge of the local
construction industry. Those selected are largely certain to have extensive knowledge of
policies, regulations, practices, and specific challenges unique to the nation's
construction industry; which can certainly provide a more accurate and contextual
understanding of the real situation in the construction industry in Malaysia.

3. Working levels: This study sets out to observe data from individuals at all levels of the
organisational hierarchy. From top management to clerical workers. This selection is to
ensure that a comprehensive and holistic set of data can be harvested to understand
the actual situation and the factors that affect gender inequality in the national
construction industry.

The questionnaire survey was used to obtain data consistent with the two (2)
objectives as previously discussed. The survey took approximately 5 to 10 minutes to
complete. A brief infroduction to this study was written to give better context and
understanding before answering the questionnaire. This questionnaire is divided into three (3)
main parts, as follows:

1. Part A - Demographics of the Respondents: This part focuses on identifying the
demographics of the respondents and whether those who answered can meet the
criteria that have been set or not. It includes gender, age, working with G7 contractors,
designation, and years of experience in the industry.

2. Part B - Factors That Perpetuate Gender Inequality in the Malaysian Construction Industry:
Ten (10) factors were identified based on the literature review. Using the 5-points Likert
scale, the respondents decide which factors are more influential.

3. Part C: Recommended Realistic Strategies That Can Be Adopted to Improve Work Policies
in Malaysia's Construction Industry to Promote Gender Equality: Nine (9) recommended
strategy statements were presented to the respondents. All the statements were based
on the findings of the literature review. Five-points Likert scale was used to determine the
most common statements recommended by the respondents.

All the data collected was analysed using descriptive analysis, which includes
frequency, means, and percentages. (Mishra et al., 2019) stated that descriptive analysis is
able to provide a clear overview and comprehensive summary of the data collected.
Statistical Package Science Software (SPSS) was used to analyse the data collected. SPSS
was selected considering its recognized and widely used status in various research works. The
findings obtained from SPSS can be visualised in the form of graphs, charts, and tables. This



not only helps researchers gain insight but also generates informative visual representations
of data, helping in the effective communication of research results. Details of the findings
can be found in the findings and discussion section.

FINDINGS & DISCUSSION

Response Rate & Reliability Analysis

The total distribution of the questionnaire was 1,756 respondents. However, only 673
responded. From the 673 responses received, filtering was done to ensure that only
respondents who met the criteria were taken into account. Thus, only 360 respondents made
it through the cuts, which translates to 21% of the response rate. Mohd Fateh et al. (2024)
stated that for a self-administered questionnaire survey, that percentage is acceptable.
Even though Krejcie & Morgan (1970) recommended 377 respondents but if the 360
respondents recorded are still representative of the population and selected through
appropriate sampling methods, the results can still be generalized to the population as
highlighted by Creswell & Creswell (2017). This was echoed by Fowler Jr (2014) outlined that
missing out on 17 respondents in more homogeneous populations, the impact would be less
significant.

Reliability analyses were conducted to assess the internal consistency and correlations
between individual items and the total score for each scale. A reliability coefficient over 0.70
signifies strong reliability, as per prior studies. The reliability coefficients for all variables in this
investigation exceeded the specified value. Table 1 displays a Cronbach's alpha value of
0.79. indicating great reliability for utilising this instrument in the study.

Table 1: Reliability Analysis of Instrument

Respondents Demographic

As shown in Table 2, 205 (56.9%) of the respondents are men. While 155 (43.1%) respondents
are women. The gap between the two genders is not seen to be so wide, indicating that the
data collected was relatively balanced on both sides of genders, thus the issue of bias in the
survey was removed.

The highest response was received from the group aged between 31 and 40, which
is a fotal of 178 (49.4%) respondents. On the other hand, the group of respondents aged
between 51 and 60 years old is the lowest, bringing about 9 (2.5%) respondents to this study.
The involvement of many young people in the construction industry shows that this industry is
still on a good frack since there are still many young people who are interested in venturing
into careers in the construction industry.

Table 2: Respondents Gender and Age

Most of the respondents were engineers, quantity surveyors, and mechanical & electrical
(m&e) coordinators, which is 125 (34.7%) respondents, followed by the site supervisors and
safety site supervisors at the construction site, which includes 114 (31.7%) respondents. The
lowest was the project manager and management level, which had only 16 (4.4%)
respondents. Researchers also reach out to the human resources personnel, even though
they are not directly involved in construction site work. Their input is relevant and necessary
to obtain an in-depth view of the policies and procedures of the organisation involved. Table
3 summarises the respondent's designation. While Table 4 summarises the respondent's years
of experience between males and females is relatively balanced. It also shows that there
are also women who have lasted quite a while in the construction industry.

Table 3: Respondents Designation
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Table 4: Respondents Years of Experience

Factors That Perpetuate Gender Inequality in The Malaysian Construction Industry

Based on the literature review, ten (10) factors that perpetuate gender inequality in the
Malaysian construction industry have been presented to the respondents. All the factors
have been classified into three (3) themes, namely, (1) gender stereotypes and perceptions,
(2) discriminatory practices, and (3) site environment & current work policies. Table 5
summarises the factors that perpetuate gender inequality in the Malaysian construction
industry.

The first factor that perpetuates gender inequality in the Malaysian construction
industry that is the most frequent factor chosen by respondents is "Gender Stereotype and
Perceptions," with a 4.37 mean score. The highest statement agreed by the respondents is,
"Society, in general, has a perception that the construction industry is a dirty, difficult, and
dangerous career, which is seen as more appropriate and more necessary to be dominated
by men. This has caused women to be less interested in pursuing a career in this industry." This
subfactor has received the highest mean score compared to other subfactors. From the
findings, it shows that “gender stereotypes and perceptions” are one of the most dominant
and frequently highlighted. The society's view of the construction industry, which is seen as
dirty, dangerous, and difficult, worsens the situation when it causes women to be less
interested in working in the construction industry. This statement coincides with the study
carried out by Adawiyah Awang et al. (2022), which mentioned that the construction
industry is also known as a 3D industry, which is dirty, difficult and dangerous. Anuar et al.
(2017) also added another element, which is dull and made this construction industry known
as a 4D industry in their view. Braddy et al. (2020) described gender stereotypes as social
assumptions made against individuals based on their gender, causing gender inequality to
occur in many ways, including through salary and promotion opportunities. This was agreed
by Tabassum & Nayak (2021), highlighted that many women receive negative effects as a
result of gender stereotypes in their organisations regardless of their position. This statement
shows that the work environment on construction sites is risky and challenging in terms of
safety, health, and emotion. For this reason, women are less interested in participating in
construction site work and, at the same time, perpetuate gender inequality in the Malaysian
construction industry.

Secondly, the factor that perpetuates gender inequality in the Malaysian construction
industry is "Site Environment & Current Work Policies" with a 3.97 mean score. The highest sub-
factor in the category is 'The leadership role in a construction project is usually dominated
by men, and there are too few female representatives in this position." The findings reveal
that the composition and phenomena that occur in real life at construction sites where the
highest positions in the construction field are dominated by men, compared to women. From
the research conducted, it was also found that a total of 35 men were given high positions
in the company, compared to only 11 women. This can also be attributed to the gender
stereotypes that are prevalent in society that say that male workers have better leadership
skills and can handle supervisory roles better and more effectively on construction sites
compared to women. This statement is supported by Tabassum & Nayak (2021), stated that
successful leaders have characteristics commonly associated with men; such as leadership,
competitiveness, self-confidence, clear objectivity, aggressiveness, toughness, ambition,
and a desire for responsibility. This was echoed by Apurva & Sharareh (2023), highlighted that
the management structure, culture, and environment of the construction industry present
challenges to women and have resulted in their being underrepresented in a male-
dominated workforce.

The last factor that perpetuates gender inequality in the Malaysian construction
industry is "Discriminatory Practices." with a 3.54 mean score. The highest sub-factor in this
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category chosen by the respondents was "most of the management, work methods, and
company policies either intentionally or unintentionally favour men over women in the
construction industry." This issue has sometimes become a common practice and policy in
an organisafion to the extent that, intentionally or unintentionally, it leads to gender
inequality without anyone knowing it or trying to do something about it. Bjorklund (2023)
reported that hiring policies that perpetuate gender inequality exist either intentionally or
unintentionally and have negative effects on certain gender groups only. Stamarski & Son
Hing (2015) also on the same page, highlighting that unbalanced and biassed company
practices and policies can be seen in human resource practices, which intentionally or
unintentionally influence the recruitment, training, salary, and promotion of women.

Table 5: Factors That Perpetuate Gender Inequality in Malaysian Construction (N = 360)

Recommended Realistic Strategies That Can Be Adopted to Improve Work Policies in
Malaysia's Construction Industry to Promote Gender Equality

Cambridge University Press (2019) interpreted the word realistic as sensible, appropriate, and
possible to achieve. While Sarhan & Fox (2013) stated that a strategy becomes realistic when
it can be carried out with the resources, under control, and unencumbered by obstacles.
Researchers have listed three (3) main recommendations that meet the characteristics of
sensible, appropriate, and possible to achieve, as well as being carried out with the
resources, under conftrol, and unencumbered by obstacles; by all stakeholders involved in
the construction industry. All of these recommended strategies were selected based on
evaluation and observation in the literature review. Table é summarises the recommended
realistic strategies that can be adopted to improve work policies in Malaysia's construction
industry to promote gender equality.

The first strategy recommended by the respondents is to infroduce "work-life balance
and supportive policies" with a 4.42 mean score. The most agreed strategy under this
category chosen by the respondents is "the implementation of company policy of flexible
work arrangements, such as remofe work or flexible hours that encourage and sustain
women's participation in the construction industry." This finding was in line with Stamarski &
Son Hing (2015), who suggested the organisation introduce family-friendly human resources
policies to ease work-family balance, which directly helps women at work. Deepening those
recommendations, the organisations might consider implementing a flexible work
arrangement that involves flexible schedules, telecommuting, compressed work weeks, or
job sharing. This was agreed upon by Valitherm (2021), who emphasised that the
implementation of flexible working hours and introducing work at home are important
alternatives to attract new employees among women. A childcare programme or flexible
working hours are important for women to meet work-family commitments, from the
perspective of married women. (Pamidimukkala & Kermanshachi, 2023b) also added that
an organisation may consider making adjustments to its working culture to make it friendlier
to female employees and families. The reforms should include a mutually beneficial shift
pattern as well as work sharing and flexible schedules.

The next recommendation with a score of 4.38 is to launch "Gender-Neutral Policies
and Career Development." The majority of respondents stressed that "the implementation of
a company policy of zero tolerance to any form of gender-based discrimination and
harassment in the construction industry will create a safer and more inclusive workplace for
women." Baruah & Biskupski-Mujanovic (2021) reported that 88% of female construction
workers surveyed had experienced sexual harassment at work. The construction site is often
carried out autonomously or with minimal supervision and often in dark corners, trenches,
and small or isolated spaces, raising safety concerns, especially for female workers. The
finding suggested that the security risk for these women workers should be reduced by
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certain actions and practices, such as creating an atmosphere of a bright workplace or
creating a policy of working in pairs.

Eliminating violence against women requires deeper and more proactive
involvement from all social structures and relevant stakeholders. Furthermore, Hegewisch &
Mefferd (2021) stated the necessity of addressing the unequal tfreatment, harassment, and
discrimination experienced by women. This was echoed by Kalidasan (2023), suggested that
a review needs to be done on the organization's fair employment practices and policies.
Any policies related to sexual harassment and gender discrimination need to be updated
based on the Labour Act in the respective country. The policies need to be in line with other
federal, state, and local employment laws. Son Hing et al. (2023) believed that when an
organisation tries to prevent sexual harassment, they must provide support and frust to male
employees who may be afraid of false accusations, causing them to avoid mentoring
women, which further contributes to gender inequality. This is to ensure that all genders
believe that the sexual harassment policies and practices implemented are fair to reduce
sexual harassment, prevent backlash, and ultimately facilitate gender equality.

The last recommendation highlighted by the respondents was "Government and
Industry Initiatives Levels," with a 3.75 mean score. The "implementation of the company's
policy of equal pay, incentives, and benefits for equal work and responsibilities, regardless of
gender," was the highest statement recorded in this category. This finding is in line with SDG
No. 8: decent work and economic growth, where there is a call to all. His study once again
cited another target from the Sustainable Development Goal (SDG), which is Goal No. 8:
decent work and economic growth. Under this goal, there is a call to all stakeholders to
create equal opportunities and treatment in the workforce, including fair wages and good
working conditions for all regardless of gender, age, and ability. This was agreed upon by
Smith & Sinkford (2022); who highlighted that a lack of uniforms and support for childcare,
eldercare, and caregiving serve as major barriers to gender parity in leadership and the
career advancement of women. Kyung-Hee Kim (2020) reported that the first clause of
Arficle 8 (wage) in the Act to Support Gender Equality in Employment and Work & Family
Balance in Korea stipulates that employers must provide equal pay for work of equal value
in business. The key performance index of the workers must be determined by task
performance, such as skill, effort, level of responsibility, operational conditions, and so on. This
regulation needs to be enforced to prevent women working in the construction industry from
experiencing wage discrimination. Based on these findings, it is indeed a thoughtful
recommendation to foster awareness for construction companies in Malaysia to implement
the company's policy of equal pay, incenfives, and benefits for equal work and
responsibilities, regardless of gender.

Table 6: Recommended Realistic Strategies That Can Be Adopted to Improve Work Policies
in Malaysia's Construction Industry to Promote Gender Equality (N = 360)

Government is instrumental in the formulation and implementation of gender-sensitive
policies seeking to promote equality in the workforce. At national levels, many governments
have ministries or departments responsible for women's issues, which take a lead role in
formulating policies related to promoting gender equality. The Malaysian Ministry of Women,
Family, and Community Development has been indispensable in taking initiatives and
formulating policies for the advancement of the cause of gender equality (Malaysian Ministry
of Women Family and Community Development, 2009).

Non-governmental organizations played a key role in advocating for gender-sensitive
policies and supporting women through various sectors. These organizations work at the
grassroots level with resources, training, and advocacy aimed at empowering women and
addressing systemic gender inequalities. According to All Women's Actions Society (2019)
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the All Women's Action Society (AWAM) is one of the leading NGOs in Malaysia that
advocates women's rights and gender equality. The main concerns of AWAM are Violence
Against Women, Gender Discrimination, and Promotion of Women's Participation in Decision-
Making Processes. The group cooperates with government bodies and other NGOs in a drive
for legislative changes and raising public awareness about gender issues.

CONCLUSION
In conclusion, this research holds significant value as it provides useful insights and practical
strategies that can contribute to the enhancement of gender equality. This research reveals
that gender stereotypes and perceptions are the main factors that become the barriers and
obstacles that slow down progress towards gender equality. "Society, in general, has a
perception that the construction industry is a dirty, difficult and dangerous career, which is
seen as more appropriate and more necessary to be dominated by men. This has caused
women to be less interested in pursuing a career in this industry." has been chosen as a
description of the main factor. In addition, this research also recommended a realistic
strategy for developing or improving work-life balance and supportive policies in the
construction industry, as in Malaysia, to ensure that the SDG No.5 goals for gender equality
can be achieved. The findings highlighted that the strategy under the theme of Gender-
Neutral Policies and Career Development, which elaborate into “The implementation of a
company policy of zero tolerance to any form of gender-based discrimination and
harassment in the construction industry will create a safer and more inclusive workplace for
women”. This research has proposed practical strategies that can be implemented within
Malaysia and other developing countries' construction industries by drawing upon previous
studies on women's career development.

Building upon the findings of this study, future researchers are encouraged to perform
a comparative analysis on a comparison between the Malaysian construction industry and
other countries, which certainly have differences in the socio-cultural context,
understanding, practices, policies, and so on. This will certainly give the study a broader scale
of analysis and data discovery, resulting in a more interesting study.

ACKNOWLEDGEMENT

This research was supported by Universiti Teknologi MARA for funding under the Geran
Penyelidikan FRGS-EC (600-RMC/FRGS-EC 5/3 (135/2024). The researchers would like to
express their deepest gratitude to the College of Built Environment (CBE), Universiti Teknologi
Mara (UiTM), Shah Alam, Selangor, for their invaluable support and assistance throughout this
research.

REFERENCES
Abdullateef, A. (2021). Perception of Male Toward Female’S Performance in Construction
Industry. International Journal of Social Science Research (IJSSR), 3(1), 75-82.

http://myjms.mohe.gov.my/index.php/ijssrJournalwebsite:http://myjms.mohe.gov.my/i
ndex.php/ijssrhttp://myjms.mohe.gov.my/index.php/ijssr

Abid, H., Arka, G., Nateque, M. M., & Jamaluddin, T. M. (2021). Scientometric Review of the
Twenty-First Century Research on Women in Construction. Journal of Management in
Engineering, 37(3), 4021004. https://doi.org/10.1061/(ASCE)ME.1943-5479.0000887

Acharya, A. S., Prakash, A., Saxena, P., & Nigam, A. (2013). Sampling: why and how of it2
Indian Journal of Medical Specialities, 4(2). https://doi.org/10.7713/ijms.2013.0032

Adawiyah Awang, R., Hilmi lzwan Abd Rahim, M., Pengurusan Pembinaan, J., & Pengurusan
Teknologi Dan Perniagaan, F. (2022). Cabaran-Cabaran Kerjaya Wanita Masa Kini
dalam Sektor Industri Pembinaan di Tapak Pembinaan. Research in Management of
Technology and Business, 3(2). 423-440.

14



http://publisher.uthm.edu.my/periodicals/index.php/rmtb

Adeniji, S., Yusuf, S. O., Yisa, S., Adeniji, S. M., & Yisa, S. N. (2022). a Review of the Challenges
of Women in the Construction Industry. Researchgate.Net, May.
https://www.researchgate.net/profile/Saheed-Yusuf-
2/publication/360412460_A_Review_of_the_Challenges_of_Women_in_the_Constructio
n_Industry/links/6274f40eb1ad?f66c8a60db0/A-Review-of-the-Challenges-of-Women-
in-the-Construction-Industry.pdf

Afolabi, A., Oyeyipo, O., Ojelabi, R., & Patience, T. O. (2019). Balancing the female identity
in the construction industry. Journal of Construction in Developing Countries, 24(2), 83—
104. https://doi.org/10.21315/jcdc2019.24.2.4

Ahmad Latiffi, A., Brahim, J., Mohd, S., & Fathi, M. S. (2020). the Malaysian Government'S
Initiative in Using Building Information Modeling (Bim) in Construction Projects.
Proceedings of International Structural Engineering and Construction, 1(1).
https://doi.org/10.14455/isec.res.2014.82

Ahmed, M., & Moorthy, R. (2021). Gender inequality in Assam. Linguistics and Culture Review,
5(S2), 922-933. https://doi.org/10.21744/lingcure.vons2.1551

Akinlolu, M., Haupt, T. C., & Akinlolu, M. T. (2020). Gender and Women in Construction: A
Conceptual Model of Career Choice Construction Education Curriculum Design View
project HIV and AIDS in SA Construction View project Gender and Women in
Construction: A Conceptual Model of Career Choice. December, 14-16.
https://www.researchgate.net/publication/347519758

Ali, A.  (2021). Quantitative Data  Analysis. Research  Gate, May, 1-10.
https://doi.org/10.13140/RG.2.2.23322.36807

AllWomen's Actions Society. (2019). Annual Report 2023. In Fresenius.Com (Issue December).
https://www.awam.org.my/wp-content/uploads/2024/05/FINAL-2023-AWAM-Annual-
Report.pdf

Alsharef, A., Banerjee, S., Uddin, J., Albert, A., & Jaselskis, E. (2021). Pandemic on the United
States Construction Industry. Int. J. Environ. Res. Public Health, 18(December 2019), 1559.
https://doi.org/10.3390/ijerph 18041559

Alves, T. da C. L., & Shah, N. (2018). Construction Research Congress 2018. Proceeding of
Construction Research Congress 2018, 1996(BuildingSMART  2007), 148-157.
https://ascelibrary.org/doi/pdf/10.1061/9780784481301

Andreas, H., Yng, L. F. Y., & H., T. J. S. (2009). Relative Importance of Subcontractor Selection
Criteria: Evidence from Singapore. Journal of Consfruction Engineering and
Management, 135(9). 826-832. https://doi.org/10.1061/(ASCE)0733-
9364(2009)135:9(826)

Anuar, K. F., Abas, S. S. H., lbrahim, A., & Hamzah, A. I. N. (2017). The barriers and challenges
of women’s involvement in the construction industry within Klang Valley area.
International Journal of Industrial Management (IJIM), 3, 61-75.
http://umpir.ump.edu.my/id/eprint/18677/1/fim-2017-khairul-The Barriers And
Challenges Of Women's Involvement.pdf

Apurva, P., & Sharareh, K. (2023). Occupational Challenges of Women in Construction
Industry: Development of Overcoming Strategies Using Delphi Technique. Journal of
Legal Affairs and Dispute Resolution in Engineering and Construction, 15(1), 4522028.
https://doi.org/10.1061/(ASCE)LA.1943-4170.0000571

Azhar, S., & Amos, M. (2014). Women in Construction: Successes , Challenges and
Opportunities — A USACE Case Study. 50th ASC Annual International Conference
Proceedings, 22-25.
http://ascpro0.ascweb.org/archives/cd/2014/paper/CPRT249002014.pdf

Azhar, S., & Griffin, M. K. A. (2014). Women in construction: Successes, challenges and
opportunities—A USACE case study. In The Associated Schools of Construction (Ed.), 50th

15



ASC annual international conference proceedings (pp. 1-8). The Associated Schools of
Construction. http://ascpro0.ascweb.org/archives/cd/2014/paper/CPRT249002014.pdf

Baruah, B., & Biskupski-Mujanovic, S. (2021). Gender analysis of policy-making in construction
and transportation: Denial and disruption in the Canadian green economy. Gender,
Intersectionality and Climate Institutions in Industrialised States, April, 143-163.
https://doi.org/10.4324/9781003052821-9

Bertay, A. C., Dordevic, L., & Sever, C. (2021). Gender Inequality and Economic Growth:
Evidence from Industry-Level Data. SSRN Electronic Journal, 20(119), A42.
https://doi.org/10.2139/ssrn.36585%94

Biswas, A., Ghosh, A., Kar, A., Mondal, T., Ghosh, B., & Bardhan, P. K. (2021). The impact of
COVID-192 in the construction sector and its remedial measures. Journal of Physics:
Conference Series, 1797(1). https://doi.org/10.1088/1742-6596/1797/1/012054

Bjdrklund, S. (2023). Gender equality in a construction firm — an employer branding and
recruitment perspective.

Braddy, P. W., Sturm, R. E., Atwater, L., Taylor, S. N., & McKee, R. A. (2020). Gender Bias Still
Plagues the Workplace: Looking at Derailment Risk and Performance With Self-Other
Ratings. Group and Organization Management, 45(3), 315-350.
https://doi.org/10.1177/1059601119867780

Cambridge University Press. (2019). Cambridge Dictionary. Cambridge University Press.

Caven, V., & Astor, E. N. (2013). The potential for gender equality in architecture: an Anglo-
Spanish comparison. Consfruction Management and Economics, 31(8), 874-882.
https://doi.org/10.1080/01446193.2013.766358

Construction Industry Development Board (CIDB) Malaysia. (2024). List of Confractors.
Cenftralized Information Management System.
https://cims.cidb.gov.my/smis/regcontractor/reglocalsearchcontractor.vbhtml

Creswell, J. W., & Creswell, J. D. (2017). Research design: Qualitative, quantitative, and mixed
methods approaches (5th ed.). Sage publications.
https://www.amazon.com/Research-Design-Qualitative-Quantitative-
Approaches/dp/1506386709

Department of Statistics Malaysia. (2020). Labour Market Review, First Quarter 2020 (Issue
May).
https://www.dosm.gov.my/v1/index.php2r=column/cthemeByCat&cat=100&bul_id=R
09wdGZSektvNmw5ST1VCeVphNXRqdz09&menu_id=TESCRUZCbIh4ZTZMODZIbmk2aWR
RQTO?

Department of Statistics Malaysia. (2023). Key Statistics of Labour Force in Malaysia, February
2023.
https://v1.dosm.gov.my/v1/index.phper=column/cthemeByCat&cat=124&bul_id=Z05rK
25YRVFSSVFTcUUSAEIaZ2ttQT0? &menu_id=Tm8zcnRjdVRNWWIpWjRIbmtlaDk1UT09

Dhar, S. (2018). Gender and Sustainable Development Goals (SDGs). Indian Journal of
Gender Studies, 25(1), 47-78. https://doi.org/10.1177/0971521517738451

DOSM. (2022). Construction sector: A review of the labour market situation. September, 1-14.

Fowler Jr, F. J. (2014). Survey research methods (V. Knight (ed.); 5th ed.). Sage publications.
https://books.google.com.my/books2hl=en&Ir=&id=WM1TAWAAQBAJ&oi=fnd&pg=PP
1&dg=Fowler,+F.+J.+(2013).+Survey+research+methods&ots=6QsHzcdSgU&sig=NelOR
QITWIWISTN6aSUp 1YEGéal&redir_esc=y#v=onepage&q=Fowler%2C F. J. (2013). Survey
research methods&f=false

Guo, L., Ren, L., Yang, S., Xiao, M., Chang, D., Yang, F., Dela Cruz, C. S., Wang, Y., Wu, C.,
Xiao, Y., Zhang, L., Han, L., Dang, S., Xu, Y., Yang, Q. W., Xu, S. Y., Zhu, H. D., Xu, Y. C., Jin,
Q., ... Wang, J. (2020). Profiling early humoral response to diagnose novel coronavirus
disease (COVID-19). Clinical Infectious Diseases, 71(15), 778-785.
https://doi.org/10.1093/cid/ciaa310

16



Harrigan, N., & Koh, C. (2015). Vital Yet Vulnerable: Mental and Emotional Health of South
Asian Migrant Workers in Singapore.

Hegewisch, A., & Mefferd, E. (2021). a Future Worth Building. www.iwpr.org

Holdsworth, S., Turner, M., & Scott-Young, C. M. (2020). Women in Construction: Exploring the
Barriers and Supportive Enablers of Wellbeing in the Workplace Safety system
deployment of ATO'’s: Emergency situations and management of unforeseeable
circumstances View project Work ability in consfruction View projec. November.
https://doi.org/10.13140/RG.2.2.34052.65920

Hongtao, D., & Jennifer, S. (2020). Diversity and Inclusion of Business Enterprises: A
Comparative Analysis of Programs Used by Disadvantaged Business Enterprises. In
Construction Research Congress 2020 (pp. 326-335).
https://doi.org/doi:10.1061/9780784482872.036

Kalidasan, M. (2023). Gender Sensitization Through Women Empowerment (Issue December
2022). https://www.researchgate.net/publication/368919587

Kamaruddeen, A. M., Khalid, K. N., & Wahi, W. (2019). Factors Influencing Females’ Work in
the Construction Companies. E-Bangi, 16(3), 1-9.

Krejcie, R. V, & Morgan, D. W. (1970). Determining Sample Size for Research Activities Robert.
Educational and Psychological Measurement, 38(1), 607-610.
https://doi.org/10.1177/001316447003000308

Kumar, B. R. (2013). Gender Discrimination among Construction Workers With Reference To
Vijayawada. Journal of Sociology and Social Work, 1(1), 42-53. www.aripd.org/jssw

Kyung-Hee Kim. (2020). The Current Situation of Women Construction Workers and Policy
Suggestions. 2019.

Lekchiri, S., & Eversole, B. A. W. (2021). Perceived work-life balance: Exploring the experiences
of professional Moroccan women. Human Resource Development Quarterly, 32(1), 35—
53. https://doi.org/https://doi.org/10.1002/hrdq.21407

Malaysian Ministry of Women Family and Community Development. (2009). Pelan tindakan
pembangunan wanita.
https://www.kpwkm.gov.my/kpwkm/uploads/files/Dokumen/Dasar/PELAN  TINDAKAN
PEMBANGUNAN WANITA 2009.pdf

Masuri, M. G., Dahlan, A., Danis, A., & Md Isa, K. A. (2017). Attitude towards Safe Driving Scale
(ASDS-46) as a Future Predictor in Determining a Young Adult Quality Of Life: Part Il
Environment-Behaviour Proceedings Journal, 2(5), 363. https://doi.org/10.21834/e-
bpj.v2i5.705

Mezmir, E. A. (2020). Qualitative Data Analysis: An Overview of Data Reduction, Data Display
and Interpretation. Research on Humanities and Social Sciences, 10(21), 15-27.
https://doi.org/10.7176/rhss/10-21-02

Mishra, P., Pandey, C. M., Singh, U., Gupta, A., Sahu, C., & Keshri, A. (2019). Descriptive
statistics and normality tests for statistical data. Annals of Cardiac Anaesthesia, 22(1),
67-72. hitps://doi.org/10.4103/aca.ACA_157_18

Mohd Fateh, M. A., Nik Mat, N. A. A., & Abd Rahman, R. (2024). PAYMENT PREDICAMENTS:
EXPLORING FACTORS AND REMEDIES FOR MAIN CONTRACTOR-SUBCONTRACTOR
DYNAMICS IN  MALAYSIA. ASEAN  Engineering  Journal, 14(2),  921-101.
https://doi.org/10.11113/aej.v14.20767

Mohd Fateh, M. A., & Sulaiman, N. A. (2021). Preliminary study on awareness of the lean
concept from the non-physical waste perspective. Malaysian Constfruction Research
Journal, 14(3 Special issue), 12-26. https://www.scopus.com/inward/record.urizeid=2-
§2.0-85121217853&partnerlD=40&md5=08e60a7023111b92010d71a982e019f6a

Mohd Fateh, M. A., & Zamri, D. A. (2022). CHALLENGES OF WORKING FROM HOME AND THE
MITIGATION ACTIONS TO OVERCOME THE CHALLENGES FROM THE QUANTITY SURVEYORS'
PERSPECTIVE. Journal of Sustainability Science and Management, 17(8), 146-168.

17



https://doi.org/10.46754/jssm.2022.08.009

Moncaster, A., & Dylan, M. (2019). How gender equality can help fix the construction industry.
Open University Research News, 1. http://oro.open.ac.uk/53710/1/How gender equality
can help fix the construction
industry.pdf%0Ahttp://www.open.ac.uk/research/news/how-gender-equality-can-
help-fix-the-construction-industry

Moorthy, K., Nik Salleh, N. M. Z., Loh, Ch. T., Lai, P. L., Diong, M. Y., Lau, J. N,, Lee, J.S., & Lee,
P. M. (2022). Gender inequality affecting women's career progression in Malaysia.
Journal of International Women's Studies, 23(1), 1-23.

Musarat, Ali, M., Alaloul, W. S., & Liew, M. S. (2021). Impact of Inflation Rate on Construction
Projects Budget: A Review. Ain Shams Engineering Journal, 12.

Nakabonge, W. (2022). Barriers to  gender  equality. https://www.diva-
portal.org/smash/get/diva2:1675299/FULLTEXTO1.pdf

Nalitolela, M. N., Kalugila, S. L., Muganyizi, M. B., & Tesha, D. N. (2020). Motivation and
challenges facing employers in recruiting professional women in building construction
companies in Dar-Es-Salaam, Tanzania. International Journal of Engineering and
Management Research, e-ISSN, 10(2), 758-2250. https://doi.org/10.31033/ijemr.10.2.8

Navarro-Astor, E., Romdan-Onsalo, M., & Infante-Perea, M. (2017). Women's career
development in the construction industry across 15 years: main barriers. Journal of
Engineering, Design and Technology, 15(2), 199-221. https://doi.org/10.1108/JEDT-07-
2016-0046

Nayak, A., & Pandey, M. (2021). A Study on Moderating Role of Family-Friendly Policies in
Work-Life Balance. Journal of Family Issues, 43(8), 2087-2110.
https://doi.org/10.1177/0192513X211030037

Nguyen Van, T., & Nguyen Quoc, T. (2021). Research Trends on Machine Learning in
Construction Management: A Scientometric Analysis. Journal of Applied Science and
Technology Trends, 2(03), 96-104. https://doi.org/10.38094/jastt203105

Norberg, C., & Johansson, M. (2021). “Women and ‘Ideal’ Women": The Representation of
Women in the  Construction Industry. Gender Issues, 38(1), 1-24.
https://doi.org/10.1007/s12147-020-09257-0

Ogunnusi, M., Hamma-adama, M., Salman, H., & Kouider, T. (2020). COVID-19 Pandemic:
The Effects and Prospects in the Construction Industry. International Journal of Real
Estate Studies, 2(2), 120-128.

Oo, B. L., Lim, T. H.B., & Zhang, Y. (2021). Women Workforce in Construction during the COVID-
19 Pandemic: Challenges and Strategies. Construction Economics and Building, 21(4),
38-59. https://doi.org/10.5130/AJCEB.V2114.7643

Pamidimukkala, A., & Kermanshachi, S. (2021). Impact of Covid-19 on field and office
workforce in construction industry. Project Leadership and Society, 2, 100018.
https://doi.org/10.1016/j.plas.2021.100018

Pamidimukkala, A., & Kermanshachi, S. (2023a). Occupational Challenges of Women in
Construction Industry: Development of Overcoming Strategies Using Delphi Technique.
Journal of Legal Affairs and Dispute Resolution in Engineering and Construction, 15(1),
1-8. https://doi.org/10.1061/(asce)la.1943-4170.0000571

Pamidimukkala, A., & Kermanshachi, S. (2023b). Occupational Challenges of Women in
Construction Industry: Development of Overcoming Strategies Using Delphi Technique.
Journal of Legal Affairs and Dispute Resolution in Engineering and Consfruction, 15(1),
4522028.

Rosa, J. E., Hon, C. K. H., Xia, B., & Lamairi, F. (2017). Construction economics and building.
Construction Economics and Building, 17(3). 27-46.
http://epress.lib.uts.edu.au/journals/index.php/AJCEB/article/view/5520/6138

Sarhan, S., & Fox, A. (2013). Barriers to Implementing Lean Construction in the UK Construction

18



Industry. The Built & Human Environment Review, Volume 6, pages 1-17.

Shibani, A., Saidani, M., Hassan, D., Agha, A., Alghodi, M., Alawanati, N., Gherbal, N., &
Abduelmula, M. (2021). Challenges and Barriers to Women in the UK Construction
Industry. 11th Annual International Conference on Industrial Engineering and Operations
Management, IEOM, Singapore, 1-185.
https://www.ieomsociety.org/singapore2021/papers/513.pdf

Smith, S. G., & Sinkford, J. C. (2022a). Gender equality in the 21st century: Overcoming barriers
to women's leadership in global health. Journal of Dental Education, 86(9), 1144-1173.
https://doi.org/10.1002/jdd.13059

Smith, S. G., & Sinkford, J. C. (2022b). Gender equality in the 21st century: Overcoming barriers
to women's leadership in global health. Journal of Dental Education, 86(9), 1144-1173.
https://doi.org/https://doi.org/10.1002/jdd.13059

Son Hing, L. S., Sakr, N., Sorenson, J. B., Stamarski, C. S., Caniera, K., & Colaco, C. (2023).
Gender inequities in the workplace: A holistic review of organizational processes and
practices. Human Resource Management Review, 33(3). 100968.
https://doi.org/10.1016/j.hrmr.2023.100968

Stamarski, C. S., & Son Hing, L. S. (2015). Gender inequalities in the workplace: the effects of
organizational structures, processes, practices, and decision makers’ sexism. Frontiers in
Psychology, 6(September), 1-20. https://doi.org/10.338%/fpsyg.2015.01400

Strupp, J. (2023). What women workers say needs to change in construction. Women in
Construction  Week. https://www.constructiondive.com/news/women-workers-say-
must-change-in-construction-nccer/644425/

Subramaniam, G. (2021). Flexible Working Arrangements in Malaysia and the Participation of
Women in the Labour  Force [Victoria University  of Wellington].
https://doi.org/10.26686/wgtn.16993063.v1

Tabassum, N., & Nayak, B. S. (2021). Gender stereotypes and theirimpact on women's career
progressions from a managerial perspective. IIM Kozhikode Society & Management
Review, 10(2), 192-208.

United Nations: Department of Economic and Social Affairs. (2022). The Sustainable
Development Goals Report 2022. https://unstats.un.org/sdgs/report/2022/The-
Sustainable-Development-Goals-Report-2022.pdf

Valitherm, A. (2021). A Study on Gender Inequality in Malaysian Consfruction Industry.
International Journal of Scientific Research and Engineering Development, 4(2), 1265-
1275. www.ijsred.com

West, S. M., Whittaker, M., & Crawford, K. (2019). DISCRIMINATING SYSTEMS (Gender, Race,
and Power in Al). In Al Now. https://ainowinstitute.org/wp-
content/uploads/2023/04/discriminatingsystems.pdf

Zainal Abidin, N. A. (2018). Resilience of Malaysia Public Sector Construction Industry to
Supply Chain Disruptions [University of Hudderfield].
http://eprints.hud.ac.uk/id/eprint/34602/

19



	front cover_Constructing Inclusivity Strategies for Promoting Gender Equality in Developing Countries' Construction Sector
	Constructing Inclusivity Strategies for Promoting Gender Equality in Developing Countries Construction Sector
	Discriminatory Practices
	Site Environment & Current Work Policies


