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Socio-cultural, organizational factor and career development of
female employees: A study on school teachers1
Sarita Maharjan

Abstract
The main objective of this study is to examine the impact of socio-cultural and
organizational factors affecting the career development of female employees. With
judgmental/ purposive sampling technique, only 142 respondents have been selected
out of 150 questionnaires distributed to female school teachers. This study has tested
reliability of questionnaires by using Cronbach alpha. Using multiple regression
analysis, it has been found that both socio-cultural and organizational factors have
negative impact on women career development. Hence, a conclusion can be drawn
out of the study that there are negative impacts of socio-cultural and organizational
factors on women career development. Considering the outcomes, it can be claimed
that the study could be useful for school management, trainers, and human resource
developers to assist the career development of female school teachers.
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Introduction
In the past few decades, women have reached soaring levels of education in many
parts of the world and their proportion contains around 40 percent of workers
worldwide (ILO, 2002). Studies have shown that women have higher rates of
enrolment in schools and universities and govern certain economic sectors such as
education and nursing fields in many countries. This phenomenon however, has not
been paralleled by equal access to work opportunities at higher levels of
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organizations. There is a persistent world trend affecting female managers where their
career development plateaus at middle management positions (Wentling, 2003).
Several barriers have been noticed in the career development of women in different
countries. The invisible barriers continue to prevent women from moving up to a
higher position in organizations (Adair, 1999; Baxter & Wright, 2000; Lyness &
Thompson, 2000). Kottis (1996) shows that in spite of the continuous growth in the
number of women in business schools, only a small percentage of women are found
in managerial positions. World Development Report (WDR) of 2012 shows that
women and girls have made tremendous improvements in terms of development in
general, and with a specific reference to educational enrolment, labour participation
and life expectancy. However, there is still a persistence of deep-seated gender
inequalities in some domains such as economic opportunities, participation in
decision-making and leadership representation, especially within the developing
countries (The World Bank, 2011).
Theorists such as Super (1957) and Schein (1971) assume that a career is a
life–long, uninterrupted experience of work, which can be divided into neat stages of
development, starting with initial ideas about working and ending with retirement.
However, the patterns of women’s career development are frequently affected by
family as well as workplace commitments and responsibilities, unlike those of men.
Women can be prevented from progressing in their careers in parity with men by the
cultural environments they encounter (Chi-Chang, 1992; David & cooper, 1992).
Furthermore, women have reported greater barriers than men and greater difficulties
in getting career development opportunities for them (Armstrong, 2003).
Powel and Mainiero (1992) claimed that women have two overriding concerns
in their lives, for their career and for others (e.g. family and friends). Their model
therefore incorporates the influence of personal, organizational and societal factors to
describe the balance between work and non-work aspects of life which most women
strive to achieve. Larwood and Gutek (1987) concluded that any theory of women’s
career development must take account of five factors such as: (1) Career preparation,
or how women are brought up to view the idea of a career and whether they believe
they will have one or not, (2) Availability of opportunities should be taken into
consideration, and whether they are limited for women, compared with men, (3)
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Marriage, viewed as neutral for men but harmful to the career of women, (4)
Similarly, pregnancy and having children inevitably cause women to take some kind
of career break, and (5) Timing and age, as career breaks and family relocations often
mean that women’s careers do not follow the same chronological patterns as those of
men. According to Judge et al. (1995), Seibert et al. (2001), Heslin (2003), Ng et al.
(2005) and Breland et al., (2007), career development is described as the positive
psychological or work-related outcomes or personal and professional achievements
one has gathered from their working experience. Similarly, career development has
been defined by Arthur et al. (2005) as “an outcome of a person’s career experiences
… the accomplishment of desirable work-related outcomes at any point in a person’s
work experiences over time.”
As far as religion is concerned, the attitude towards women varies from state
to state with the same religion. Even people with the similar religious practices treat
women in different way, due to influence of cultural values. This is natural, that
people belonging to different beliefs behave differently. Such rigid socio-cultural
beliefs often influence people to stick to those thoughts and be stereotyped in their
dealings (Post and Byron, 2015). This perspective sees individuals as defining their
growth throughout their life of work, rather than moving along pre-determined career
paths (Sonnenfeld & Kotter, 1982).
Population Census (2011) shows that 51.5 percent of the total population are
female in Nepal (CBS, 2019). This census indicates female population is more than
male. This data shows that the role of female employment is very crucial. A survey
2017/2018 shows that employment to population ratio of male is 48.3 percent
whereas female are only 22.9 percent (CBS, 2019). Based on this statistics, a question
can be raised why employment rate of female is relatively lower despite bigger size of
female population. So, this study aims at identifying the barriers of women folks in
their career development.
In the context of Nepal, this study attempts to analyze the impact of some
invisible barrier of women and their career development. The study of Nepali female
school teachers' barriers in their career development has not yet been found in the
previous studies. Therefore, this study aims to analyze the relationships of career
development of female school teachers with socio-cultural factor and organizational
factors. Thereby, the study would evaluate the impact of socio-cultural and
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organizational factor on women career development. Hence, in this study, women
career development refers to career advancement of female school teachers in Nepal.

Literature review
Women career development
Greenhaus, et al. (2000) have defined women career development as an ongoing
process by which individuals’ progress through a series of stages, each of which is
characterized by a relatively unique set of issues, themes and tasks. Career
development is the total constellation of psychological, sociological, educational,
physical, economic and chance factors that combine to influence the career of any
given individual over the life span.
Career development is a “continuous life-long process of developmental
experiences that focuses on seeking, obtaining and processing information about self,
occupational and educational alternatives, life styles and role options”. Career
development involves concerted efforts directed towards assessing a workers’
potentials identifying likely career paths for that employee and designing and
implementing “various forms of training and experience to prepare that person for
more advanced job” (Agba & Ushie, 2010).
The concept of women career development serves a vital presence in the field
of management. In a male dominated country like Nepal, majority of women consider
that their husbands do not share household chores and do not even support them in
taking care of their kids. Owing to these burdens, they become tired and stressed that
ultimately affect their career and at the same time cause erosion in their efficiency to
cope with the problems (Schneer & Reitman, 2002).Women at managerial positions
are often found to be grappling with problems like poor support from their
partners/husbands which can cause problem in career succession. In this study, it is
specifically examined the career experiences of women (Shabbir, Shakeel & Zubair,
2017).
Socio-cultural factor
The socialization of a girl child in many societies is to blame for perceived inabilities
on the part of women (Kirai, 2014). The life of passage of women are sacramental,
celebrated or even acknowledged illustrative of the position ascribed to women, right
from the birth of the girl child, in comparison to the boys. Female employees can
perceive their professional dreams only after fulfilling their culturally accepted roles,
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an expectation nearly impossible considering at what age this should be happening.
Some women who practice in a positive, antagonistic, self-governing style are taken
in different way and often blamed for going out of track. In this way, socio-cultural
factor is one of the invisible barriers of women’s career development.
Organizational factor
Organization culture is a system of shared meanings, values, beliefs, practices, group
norms of the members to produce behavioral norms with regard to the working
conditions of the organization (Harvey & Brown, 1997). Organizational structure
impedes women's entry to and advancement in the workplace. The structure includes
job recruitment, job assignment, mentoring, retention and training, promotion and
reward systems (Cooper, 2001). This indicates the organizational factor is also
another important barrier in women career development.
Many authors have shown that the existence and persistence of stereotypical
socio-cultural factor explain the poor representation of women in senior management
roles (Curry, 2000; Cubillo & Brown, 2003; Embry, Padget & Caldwell, 2008; Shah,
2009). Likely, Stanley (2008) found that organizational structure and culture
increased barriers to female advancement up the career ladder. Masculine
organizational culture is a barrier to female advancement (White, 2003). But Victor
and Shamila (2018) found that cultural factor had a negative significant impact on
women career development whereas organizational factor was not significant.
Regarding to the above literature review, this study hypothesized that:

Hypothesis 1
There is a negative significant impact of socio-cultural factor on women’s career
development.

Hypothesis 2
There is a negative significant impact of organizational factor on women’s career
development.

Research methodology
The research design of this study is causal comparative research design. The design
has been used in this study to analyze the impact of socio-cultural and organizational
factor on woman career development. Purposive sampling technique has been used
to achieve the objectives of the study. The population for the study consists of school
Full text of this article can be downloaded from www.craiaj.com and www.nepjol.info

Contemporary Research: An Interdisciplinary Academic Journal, 2020, vol. 4 (1): 140-152

145

female teachers in Kathmandu valley. Only 142 respondents (i.e. 71%) were selected
and usable, out of 180 questionnaires distributed to school female teachers in
Kathmandu valley. Opinions of the respondents were collected through Five Point
Likert Scale, where 1 for "strongly disagree", 2 for "disagree", 3 for "fairly agree", 4
for "agree" and 5 for "strongly agree". This supported in revealing whether a
particular variable was observed as a barrier to women career development. The
reliability of questionnaire is tested by using Cronbach alpha. Correlation analysis has
been employed to test the relationship between dependent variable and independent
variables. In multiple regression analysis, multicollinearity problem should not arise.
So, tolerance and VIF has been used to identify the multicollinearity problem between
independent variables. Lastly, multiple regression analysis has been adopted to
identify the impact of socio-cultural factor and organizational factor on women career
development.
Figure 1: Research framework
Independent Variables

Dependent Variable

Socio-cultural
Factor
Women Career
Development
Organizational
Factor

The study has identified socio-cultural factor and organizational factor as the
independent variables and women’s career development as dependent one.
Regression Model: WCD =  + SF + OF + U
Where,

…(1)

WCD = Women Career development
SF = Socio-cultural Factor; OF = Organization Factor
= constant; and= coefficients of variables; U = Error term

Respondents' profile
Table 1 below shows that 142 respondents distributed by age group, academic
qualification, family status, marital status, children, organization type, and job
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category. Percentage distributions of respondents of all categories are also shown in
the table. In the age group, the highest percentage of respondents (59.9%) lies in the
age group between 30 years to 50 years whereas the lowest percentage of respondents
(4.9%) lies between 50 years and above. Similarly, in the academic qualification, the
highest percentage of respondents (49.3%) is selected from bachelor degree. The
percentage of respondents from nuclear family is the highest (53.5%). From the
marital status, married respondents are selected as the highest (74.6%). The
respondents having children are selected as 73.9 percent. The most of the respondents
are selected from private organizations (75.4%). Moreover, full time teachers are
collected mostly (97.2%).
Table 1: Distribution of respondents
Group
Age group

Academic
qualifications
Family status
Marital status

Having children

Organization type
Job category

Categories
Below30
30-50
50& above
Under Bachelor
Bachelor
Master & above
Nuclear Family
Joint Family
Single
Married
Divorced
No child
Having children
Public (Govt.)
Private
Part Time
Full Time

No. of respondents
50
85
7
42
70
30
76
66
32
106
4
37
105
35
107
4
138

Percent
35.2
59.9
4.9
29.6
49.3
21.1
53.5
46.5
22.5
74.6
2.8
26.1
73.9
24.6
75.4
2.8
97.2

Source: Survey, 2019

Result and discussion
In this segment, data are studied on the basis of responses. Respondents' response
rate, reliability test of questionnaire, correlation analysis, muticollinearity test and
multiple regression analysis have been used to analyze the data.
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Response rate
Table 2 shows the response rate. The response rate of organizational factor is 98.45%.
The response rate of socio-cultural factor is 98.17% and the response rate of women
career development is 99.18%. The missing percent of organizational factor, sociocultural factor and women career development are 1.55, 1.83 and 0.82 respectively.
These response rates of variables appear sufficient for the analysis.
Table 2: Response rate
Variables
Organizational
factor
Socio-cultural
factor
Women career
development

Respondents

Questions

Respondentquestion

Missing

Missing
(%)

Response
rate (%)

142

10

1420

22

1.55

98.45

142

5

710

13

1.83

98.17

142

12

1704

14

0.82

99.18

Source: Survey, 2019
Reliability test
In table 3, Cronbach alpha is used to test the reliability of organizational factor, sociocultural factor and women career development of female school teachers with five,
ten and twelve scale items each respectively. Values of Cronbach alpha of each
variable are 0.736, 0.802 and 0.824 respectively. According to George and Mallery
(2009), the value of Cronbach alpha should be more than 0.7 for the reliability of the
questionnaire. Since, the value of Cronbach alpha is greater than 0.7, all the
questionnaires of the particular variables used for the data analysis are reliable.
Table 3: Reliability test using Cronbach alpha
Variables
Socio-cultural Factor
Organizational Factor
Women Career Development

No. of
items
5
10
12

Cronbach
alpha ()
0.736
0.802
0.824

George &Mallery
decision
a > 0.7
Acceptable
a > 0.8
Good
a > 0.8
Good

Source: Author's calculation from survey, 2019
Relationship of variables
Table 4 shows the relationship of women career development with socio-cultural
factor and organizational factor. The correlation coefficient of socio-cultural factor is
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-0.605 and corresponding p-value is 0.000, which is significant at 1 percent level. The
correlation coefficient of organizational factor is -0.577 and corresponding p-value is
0.000, which is also significant at 1 percent level. The correlation coefficient shows
that there is a significant negative relationship with organizational factor and sociocultural factor. Since, tolerance is greater than 0.1 and VIF is less than 10%. So, there
is no multi-collinearity problem in the model.
Table 4: Correlation and multicollinearity test

Socio-cultural factor

Correlation
coefficient (r )
-0.605*

Organizational factor

-0.577*

Variable

0.000

Collinearity statistics
Tolerance
VIF
0.694
1.441

0.000

0.694

p-value

1.441

Dependent variable: Women career development
* Correlation is significant at the 0.01 level (one-tailed).

Source: Author's calculation from Survey, 2019
Impact of socio-cultural and organizational factor on women career
development
Regression analysis is employed to test the impact of socio-cultural factor and
organizational factor on women career development. From Table 5, corresponding pvalue of F-statistic is 0.000, which is significant at 1 percent level. Therefore, the
model is fit. R2 value is 0.439 i.e., 43.9 percent, this means that 43.9 percent variation
in women career development is explained by variation in socio-cultural factor and
organizational factor. Corresponding p-values of both socio-cultural factor and
organizational factors are 0.000 (i.e., 0.000 <0.01) each which are significant at one
percent level. Similarly, the sign of coefficients of both variables are negative. This
indicates that both hypotheses (1 and 2) are accepted. It means that there are negative
significant impact of socio-cultural factor and organizational factor on women career
development other things remaining same.
The regression analysis also shows that change in 1 percent each of sociocultural factor and organizational factors leads to 0.336 percent and 0.331 percent
negatively change in female school teachers’ career development respectively.
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Table 5: Regression analysis
WCD =
Se
p-value

4.863
(0.203)
{0.000}

- 0.336 SF
(0.061)
{0.000}

F: 53.921 (p = 0.000)

- 0.331OF
(0.078)
{0.000}

+U

…(1)

2

R : 0.439 or 43.9%

Source: Author's calculation from survey, 2019
Here,
WCD- Women Career Development
SF- Socio-Cultural Factor and
OF-Organizational Factor

Discussion
As per the hypothesis, the result reported that socio-cultural factor has negative
significant impact on the women’s career development. This finding is similar with
the study of Curry (2000), Cubillo and Brown(2003) Embry, Padgetand Caldwell
(2008), Shah (2009), stanley, and Victor and Shamila (2018).Similarly, it has also
been resulted that organizational factor has a negative significant impact on women
career development. This result is found similar with Stanley (2008) and White
(2003). But it did not support the study of Victor and Shamila (2018) which shows
that organizational factor is not significant.

Conclusion and implication
The sample size was taken from female school teachers in Nepal. Therefore, from the
result of the study, it can be concluded that socio-cultural factor and organizational
factor are major obstacles in career development of female school teachers in Nepal.
This result shows that socio-cultural factor and organizational factor are essential
factors for the career development of women. A determined work of the
organizations, women employees, their families, and the wider society are crucial for
career development of women.
As long as the inherent conservative attitude prevails, women employees will
continue to face the challenges in their career success. Women should be encouraged
to change their beliefs, tradition, and stereotyped culture, but they should be
supported in social interactions and encouragement the career advancement.
Similarly, organizational policy, organizational structure, organizational culture, and
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perception of the organization are also important factor for the career development of
women. Beside this, job recruitment, job assignment, and mentoring, retention and
training, promotion and reward systems also helps to develop the career of women.
This study has some implications on female school teachers’ career
development. This study could be beneficial for school management, instructors,
mentors, trainers, and human resource developers to assist the female career
development. Women should be more career–focused rather than job focused. They
should learn how to have systematic, critical thinking and to make use of the role
models in the work environment. Focused training should be provided to women.
This should include confidence-building and assertiveness training as well as the
provision of management skills, to accelerate upward managerial mobility and career
life planning skills. Equal opportunities should be given during training. Concerned
authorities should not discriminate any women employees when assigning
responsibilities.
It is important for organizations to have objective-based HR policies in which
recruitment, training and development, performance appraisals, and promotions are
ascertained. Other strategies include developing training programmes which aim at
changing attitudes and creating an enabling environment for women empowerment.

Limitations
This study has taken only two independent variables SCF and OF to analyze their
impact on women career development. The sample has been taken from the schools in
different parts of the Kathmandu valley. Therefore, the study results cannot be
generalized in the case of women employees in other organization. So far as the
analytical tools are concerned they are confined to correlation and regression analysis
which are used to examine the impact of SCF and OF on WCD.
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