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This study aims to explore the effect of intrinsic and extrinsic 
motivation on business school students’ aspirations to become 
entrepreneurial managers in the future and whether the gender of 
their university instructor affects such a relationship. Gender 
equivalence proved to devour an instructive advantage over 
students (Aragonés-González, Rosser-Limiñana, & Gil-González, 
2020), in addition to the idea that gender competence is a key 
element in the educational field (Palmén et al., 2020). 
The hypothesized paradigm is tested through multiple regression 
and univariate tests based on the responses of 321 Jordanian 
university students who finished entrepreneurship courses to 
pursue nexuses between the endogenous and exogenous variables. 
Results indicated that both intrinsic and extrinsic motivations 
affect students’ aspirations to become entrepreneurial managers in 
the future in favor of their role models. Additionally, both intrinsic 
and extrinsic motivations are affected by female instructors. 
However, male instructors only inspired the intrinsic motivation of 
the students. As female academic instructors face challenges 
attributed to gender bias, especially in the Arab and Middle Eastern 
countries, the results of the study hope to help change 
the discerning negative perceptions of female instructors in 
Jordanian and Arab universities. Such problems in gender 
inspiration affect the prospect of the outcomes required and may 
have an indirect effect on the educational field in general. 
The study recommends focusing more on the effect of motivation 
and innovation efficiency based on gender type in addition to 
converging entrepreneurship educational research due to 
the COVID-19 pandemic (Ratten & Jones, 2021). 
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1. INTRODUCTION 
 
This study addresses how gender diversity of 
university instructors and their attitudes may affect 
students and their willingness to become 
entrepreneurial managers in the future. The gender-
specific roles and standards interrelate and appear 
inflexible, as they both started to openly share their 
interpretations based on labor and gender equality 
(Carnegie, Cornish, Htwe, & Htwe, 2020). Female 
managers in equal civilizations retain greater skills 
and exercise more influence due to improved access 
to educational and professional opportunities 
and more cordial refinements (Belaounia, Tao, &  
Zhao, 2020). 

More and more academia is witnessing 
an increase in mixed-gender professors, teachers, 
and decision-makers. Around the world women 
professors’ presence is changing on college 
campuses, for example, India statistics show that 
slightly more than one-fourth of academic 
instructors in India are women, while parity has 
been reached at junior colleges in Japan between 
female and male professors. Moreover, women’s 
representation among faculty is rising in Canada, 
where they comprised 41.0% of the full-time 
academic teaching staff at Canadian universities in 
2018–2019 (Catalyst, 2020). Additionally, in Europe 
it has been found that the higher up position in 
the academic ladder, the wider gender gap between 
two genders, and women are less likely to attain 
tenancy and embrace high-ranking positions than 
men. However, in the United States females are 
found in lower-ranking academic positions (Catalyst, 
2020). Women in Turkey are trying to retrieve 
change in order to improve gender equality in 
the academic profession through offering certain 
advantages in women’s academic life in order to 
influence equality with men, which are expected to 
dominate precise inadequacies (Sağlamer et al., 
2018). Meanwhile, Kiliç, Kiliç, and Akan (2021) added 
that motivation attracts attention of all branches of 
social sciences these days, especially in classrooms.  

Moreover, male educators are found to have 
a positive influence on students in Peter and Horn’s 
(2005) study, as they are being viewed as role 
models who increase students’ motivation and 
engagement, and therefore their academic 
achievement. Some studies appealed to expressive 
security as a prerequisite for male instructors’ 
motivation and commitment (Basow, Codos, & 
Martin, 2013). In the arena of learning, the 
attachment theory states that male teachers are an 
important requirement for amplified male and 
female scholar motivation, engagement, and 
academic achievement (Basow et al., 2013; Roorda, 
Koomen, Spilt, & Oort, 2011; Riley, 2011). The theory 
of motivation claims that self-directed motivation is 
always optimal and comprises intrinsic motivation 
(Ahn, Chiu, & Patrick, 2021), in addition to 
autonomous extrinsic motivation arising from one’s 
identity or values and goals (Ryan & Deci, 2020). 
Against this backdrop, we ask ourselves: How are 
students motivated at the university level? How do 
they see their professors? Are they impressed and 
influenced by them? Does the gender of the 
university professor influence their future 
aspirations? Accordingly, this research aims to 
scrutinize the effect of intrinsic motivation (IM) and 

extrinsic motivation (EM) on students’ future 
managerial aspirations by taking into consideration 
the influence of gender role models. 

This study investigates whether females and 
males have the same level of IM and EM or if it 
differs depending on the professor’s gender. This 
research contributes to the existing literature by 
expanding self-determination theory through testing 
the influence of both IM and EM on future 
managerial aspirations, as most pragmatic studies 
have focused mainly on the association concerning 
intrinsic motivation and students’ success, as 
motivation is a respected constituent that touches 
all aspects of life these days (Kiliç et al., 2020). 
Moreover, research on this topic in the MENA region 
is rare, and based on the authors’ awareness it may 
be the first in Jordan.  

The remainder of the paper is structured as 
following. Theoretical framework and hypotheses 
development are presented in Section 2, which 
underpin the current paper, firstly, intrinsic and 
extrinsic motivations and future managerial 
aspiration, secondly, whether instructor’s gender 
may actually affect the students’ aspirations to 
become future entrepreneurial managers or not. 
Then the research methodology is elucidated in 
Section 3. Section 4 includes the study analysis and 
results. Section 5 discusses the results. Section 6 
concludes the paper. 
 

2. THEORETICAL BACKGROUND AND HYPOTHESES 
DEVELOPMENT 
 
Discernments of the academic career may present 
a challenge (White et al., 2014); however, it is 
a pragmatic assignment to authorize the entitlement 
of gender proportion relations and additional values 
when signed to an academic position. The growth of 
the number of female members in academic 
leadership does not essentially mean a reduction in 
gender stereotypes and discrimination (Park, 2020). 
Humphreys, Dunne, Durrani, Sankey, and Kaibo’s 
(2020) conclusions are mainly based on the essentials 
to move beyond the amassed numbers of feminine 
instructors, as improving the quality of education 
and paying attention to out-of-college conditions 
too. Such disparity is a delinquent issue that  
can be eliminated through education; for, gender 
equivalence is a discrete and instructive advantage 
(Aragonés-González et al., 2020). 

However, ―the classroom can become a place 
that supports the formation of gender bias and 
stereotypes that stress boys are superior and more 
competent than girls‖ (İncikabi & Ulusoy, 2019, 
p. 299). Increased gender equality in education is 
related to lower maternal humanity and longer life 
keenness for both genders, while increased gender 
equality in work is related to inferior mortality and 
longer feminine life keenness (Gadoth & Heymann, 
2020). Dong et al. (2020) stated that the educational 
gender gap in China has been decreasing. Moreover, 
the educational gender gap depends on the parents’ 
education level, as whenever it increases 
the educational gap would decrease. Proposing 
an acquaintance to stereo feminine role models, 
which might decrease the biasness in management 
selection, and endorse environments needed to 
adopt innovation and amendment related to 
entrepreneurial managers. As entrepreneurship is 
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a key element of competition for countries in 
the knowledge-based international market 
(Boldureanu, Ionescu, Bercu, Bedrule-Grigoruță, & 
Boldureanu, 2020). 

Citing Broussard and Garrison (2004), Guay 
et al. (2010) clarify that motivation is ―the reasons 
underlying behavior‖ such reasons are what moves 
us to act (p. 712). Motivation is considered a vital 
element for academic enhancement and achievement 
through different life stages; it sponsors students’ 
inquisitiveness, perseverance, erudition, and 
performance (Elliot & Dweck, 2013). Based on 
the previous studies a major question is notified 
whether this presence influence students’ motivation 
and their future aspirations or not. Disagreement 
over engaging professor’s gender and its influence 
on students is stimulated from the lack of research 
in such area (Saeed & Zyngier, 2012). In academia, 
research stated that students favor instructors from 
identical gender (Martino, Mills, & Lingard, 2005; 
Punyanunt-Carter & Carter, 2015).  

Motivation is categorized into internal and 
external factors that encourage aspiration and energy 
in individuals continually attentive and dedicated 
to the profession and determined to accomplish 
the objectives (Hamdallah, 2012; Sarpong, 2016). 

It states that motivation is based on the 
collaboration between awareness and unawareness 
influences as 1) desire or need, 2) motivation or 
reward, and 3) expectations of specific aristocracies 
regardless of gender. Accordingly, motivation is 
divided into two types — intrinsic motivation (IM) 
and extrinsic motivation (EM) (Ryan & Deci, 2000, 
2017; Zaccone & Pedrini, 2019; Ryan & Deci, 2020). 

IM embodies all the internal motivational 
drivers like proficiency and erudition motivation, 
assertiveness motivation, success motivation, 
inventive motivation, and physiological motivation. 
IM can be enduring and self-sustaining; to build such 
kind of motivation determination is needed to 
endorse the educational process. IM is the normal, 
integral drive to seek out challenges and new 
opportunities, which associates with cognitive and 
social development. There is a link between 
individuals’ requirements and their ability to 
motivate; as the need for competence, self-
determination and autonomy is the base for IM 
(Deci, 1971; Ayub, 2010). According to Ayub (2010) 
―academic intrinsic motivation plays a significant 
role in achievement, competency and academic 
learning‖ (p. 3). Research indicates that individuals 
engage with their surroundings so they would feel 
competent, and have a sense of accomplishment 
(Deci, 1971; Deci, Cascio, & Krusell, 1975; Ayub, 2010). 

On the other hand, EM stands for all the 
external motivational drivers like doing something 
for a raise or reward. It includes inducement 
motivation, anxiety motivation, power motivation, 
affiliation, and social motivation (parental 
expectations, expectations of other trusted role 
models) (Al-Zubi, Shaban, & Hamdallah, 2014; 
Blake, 2015; Yarborough & Fedesco, 2020; Tarver, 
2020). EM comes from external sources; Deci et al. 
(1975) defined it as a wide variety of behaviors that 
are engaged in as a means to an end and not for 
their own sake. According to self-determination, 
there are several types of EM: external regulation, 
introjections, and identification. Extrinsically 
motivated behaviors can be integrated into the self 

(Deci & Ryan, 1985). In sum, autonomy stipulates 
that an individual’s wellbeing is a consequence of 
fulfilling the competence need, where gender 
competence is a key element (Palmén et al., 2020).  

―Social boundaries‖, reliant on the cultural 
perspective, may include inequalities of competition, 
gender, and nationality. These boundaries are 
socially built and may differ over time and across 
areas (Christou & Janta, 2019). The gender gap in 
teaching evaluation changes within the period as 
pupils evaluate their lecturers based on gender, 
which is statistically distinguished thoroughly based 
on the depiction diminution of females in academia 
(Keng, 2020). However, endorsing gender equality 
and authorizing women is beneficial even when 
the reasons for doing so may be tenuous (Wellalage, 
Fernandez, & Thrikawala, 2020). It was stated that 
organizations directed by feminine managers’ 
propensity to display inferior extensiveness and 
seriousness of innovation through marketing 
(Strohmeyer, Tonoyan, & Jennings, 2017).  

Unfortunately, in the Middle East generally and 
the Arab world specifically, there is a scarcity of 
studies based on the inspiration of professor’s gender 
on the learning outcomes, motivation, engagements 
and aspiration of students. Oga-Baldwin and Fryer’s 
(2020) study results state that males are more likely 
to reveal low quality, externally controlled motives, 
on the opposite of females, indicating the necessity 
to improve males’ internally regulated motivation. 
Mendonça and Reis (2020) indicated that gender has 
no indirect results concluded by any of the behavioral 
features, while it was found hard to incorporate 
gendered innovations (Dalziel & Saunders, 2019). 
However, Leicht, de Moura, and Crisp’s (2014) study 
clarified that gender thinking affects the evaluation 
and choice of management contenders by exposing 
participants’ role models in a positive manner. 

Performing with the propensity in the 
environment and carrying out tasks is required. 
Those who succeed in satisfying this need are 
motivated by IM. Whilst, failing to fulfill this need, 
when conducting these activities, is channeled by 
external regulation or pressures, that is EM (Srouji, 
Abed, & Hamdallah, 2019; Zaccone & Pedrini, 2019), 
which may be managed through increasing relevance 
in the stereotype social environment (Ma, Axt, &  
Kay, 2019). 

Accordingly, the influence of IM and EM has 
been investigated in many academic domains. 
Research suggested that the higher the academic IM 
the more competent individuals are in school, the 
greater the seeking for better academic 
accomplishments, additional positive acuities of 
their academic proficiency, inferior academic 
nervousness, the less EM (Gottfried, Cook, Gottfried, 
& Morris, 2005). Additionally, Saeed and Zyngier 
(2012) stated that most scholars displayed elements 
of IM and EM in Burundi, India, and Morocco where 
researchers concluded a gap in the literature in 
relation to instructors’ gender stereotype and its 
effect on scholars’ motivation. 

Moreover, the relation between IM and 
educational effectiveness has been well explored in 
the literature. Vansteenkiste, Sierens, Soenens, 
Luyckx, and Lens (2009) confirmed that scholars 
have extraordinary IM and a minimum level of EM 
revealing better learning effectiveness in Flanders, 
Belgium. Guay and Vallerand (1996), Vansteenkiste, 
Lens, and Deci (2006), and Dweck (2013) indicated 
that IM effects students learning process in 
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a positive way, considering it creates more 
engagement and higher tenacity in learning 
activities. Yet, there is no accord on the influence of 
EM on learning effectiveness. Ayub (2010) proposed 
a positive relationship between IM and EM and 
academic performance. Furthermore, motivation is 
found to develop the academic performance of 
scholars in Pakistan, referring to gender 
dissimilarity in motivation type and academic 
performance. What is more, Kuvaas, Buch, Weibel, 
Dysvik, and Nerstad (2017) found that EM is related 
to spiritual suffering and inferior levels of comfort, 
which might hinder the engagement in different 
tasks leading to decreased learning effectiveness. 
Tasgin and Coskun (2018) determined a direct 
significant association between both IM in addition 
to EM and academic motivation, on the contrary of 
Turkey, where an indirect relationship is stated. 
In the same vein, Zaccone and Pedrini (2019) 
stipulated that IM has a positive learning competence, 
while EM has a negative one, displaying that 
students’ gender has a moderating role in Burundi, 
Morocco, and India. 

Extensive scanning of the literature on 
the relationship between two types of motivation 
and the managerial aspirations of students 
influenced by the gender of their professors is rare 
if non-existent, especially in the Middle East and 
Arab countries. For example, researchers have 
investigated the extent of association between 
factors of students’ concern and professional 
perceptions and aspiration which vary according to 
gender (Smith, 2015; Walker, 2018; Kang, Hense, 
Scheersoi, & Keinonen, 2019), in addition to how 
gender and professional experience influence 
students perception toward their instructors (Tindall 
& Waters, 2015). Moreover, according to Solanki and 
Xu (2018), most gender match studies center on 
the academic performance of students and lack 
measures associated with motivation. Meanwhile, 
Rahim and Mukhtar (2021) indicated that 
the curriculum in entrepreneurship education and 
teaching methods by the lecturers can help  
enhance the students’ intention to venture into 
entrepreneurship. 

Hence, the motivation-related elements 
inspiring scholars’ professional achievement are, for 
now, unclear. Therefore, against the previous 
backdrop, we hypothesize that: 

H1: There is a relationship between students’ 
intrinsic motivation and future entrepreneurial 
managers’ aspirations. 

H2: There is a relationship between students’ 
extrinsic motivation and future entrepreneurial 
managers’ aspirations. 

During the learning process itself, Smith (1997) 
found that males and females have more confidence 
in giving their opinions in same-gender student 
groups, and females offered their opinions 
confidentially in class when the lecturer was of 
the same gender as themselves. The researcher 
indicated a macho bias in Australian business 
tutoring, which hinders the process of learning for 
both females and males discouraging future 
entrepreneurial managers from exploiting gender 
variance in the workplace. 

Bandura (1992) stated that women, in general, 
believe that they suffer from the absence of 
capabilities and skills, thus limiting their career 
aspirations. Some research even substantiated that 
female students show less assurance in their 

professional abilities than males (Wilson, Kickul, & 
Marlino, 2007; Díaz-García & Jiménez-Moreno, 2010; 
Yordanova & Tarrazon, 2010). Moreover, Jennings 
and McDougald (2007) suggest that socio-cultural 
factors have more effect on female managers than 
males; hence, role models may have a greater 
inspiration in relation to the perceptions of 
entrepreneurship for females than for males (Karimi, 
Biemans, Lans, Chizari, & Mulder, 2014). Females are 
more receptive to social influences, and they incline 
to emphasize the social features of connections in a 
greater manner than males. Danziger and Eden 
(2007) stated that students of both genders share 
similar aspirations and goals in their last year. Yet, 
females lower their occupational aspirations in later 
academic years, and they look for a more expedient 
equilibrium between their jobs and other life 
aspects.  

Furthermore, Varughese (2017) indicated that 
students display greater altitudes of motivation and 
commitment once educated by male tutors, this 
outcome was drawn from students of different 
ethnicities studying science courses at an online 
university. Additionally, Solanki and Xu (2018) found 
that having a female instructor in science, 
technology, engineering, and mathematics reduces 
the gender gap in relation to commitment, curiosity, 
and concentration; furthermore, at the University of 
California, both female and male students tend to 
react with their university lecturers based on their 
gender. Limited evidence exists regarding the effect 
of the relationship between the instructor’s gender 
and their students at higher education levels. 
Moreover, there is no accord on the methods that 
drive a positive influence on students’ academic 
performance, let alone future professional 
advancement. This research aims to provide 
a present-day relevance perception to relate whether 
a university professor’s gender may affect 
the students’ future managerial aspirations. Most 
importantly, it bridges a gap in the literature by 
utilizing intrinsic and extrinsic motivations as 
independent variables. To our knowledge, 
an exhaustive examination of such relationship is 
understudied, thus validating the purpose of this 
study to derive the following hypotheses: 

H3: There is a relationship between the instructor’s 
gender and students’ future entrepreneurial manager 
aspirations. 

H4: There is a relationship between the 
instructor’s gender regarding their effect on students’ 
intrinsic and extrinsic motivation and future 
entrepreneurial managers’ aspirations. 
 

3. RESEARCH METHODOLOGY 
 
This study is quantitative research that depends on 
both primary and secondary techniques of data 
collecting, which aims to study the relationship 
between students’ motivations and future 
entrepreneurial managers’ aspirations, in addition, 
the effect of their instructor’s gender in Jordan. 
The secondary data are mostly the literature 
published and online search for relevant journal 
articles. The primary data are collected through 
anonymous e-surveys via Jordanian University pages 
on social media from June 2019 until February 2020 
relying on anonymous surveys, which protect 
the confidentiality of the information of the students 
who completed an entrepreneurship course; as 
motivation is a respected constituent that touches 
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all life aspects (Kiliç et al., 2020). In addition, the use 
of anonymous surveys is more practical as compared 
to field studies, which require the disclosure of 
details. The e-survey tools are distributed to 
students in both private and public universities, 
the research utilized a questionnaire where 
respondents were to indicate their agreement on 
each question. The population is students who 
finished an entrepreneurship course; which is hard 
to identify; as not all universities teach such courses, 
in addition to the idea that such courses are 
department compulsory, or faculty mandatory, or 
even electives, depending on each department and 
its graduation requirements. Due to a large number 
of the study sample and confidentiality purposes, 
an e-survey is preferred compared with other 
alternative research methods, such as interviews. 
Three hundred and fifty (350) questionnaires were 
distributed to employed students; where 325 students 
answered the mandatory question required to 
continue the analysis relying on the idea of whether 
they took their instructors as role models or not. 
However, from the 325 only 321 were suitable for 
the required analysis based on some unreciprocated 
inquiries in the questionnaire.  

The survey is divided into four parts. The first 
is related to the demographic information of 
the respondents, yet the second part is related to 
the intrinsic and extrinsic motivation as dependent 
variables distinguished to four and three questions 
for each section, respectively. The instructors’ 

gender stereotype is the third part included in 
the analysis as a dummy variable that equals 1 if 
the student’s role model is a female and 0 otherwise. 
However, management aspiration related to 
the dependent variable consists of four questions is 
the last part. 
 

4. ANALYSIS AND RESULTS 
 
Alpha indicated an 87% degree for the model in total 
illustrating reliability coefficient, which is relatively 
high and accepted for scientific research. A high 
Cronbach’s alpha augments the results reliability in 
relation to the research tools, accuracy, and 
consistency based on the research objectives (Hair, 
Risher, Sarstedt, & Ringle, 2019); detailed output is 
stated in Table 1 for the questionnaire in total and 
each question individually. 
 

4.1. Descriptive analysis 
 
Mean as stated in Table 2 for the dependent 
(management aspiration) and independent (intrinsic 
and extrinsic motivations) variables are relatively 
high. The low-value degree of the standard deviation 
gives higher consistency in the data derived from 
the questionnaire examination and the hypotheses 
testing used in the study process and achieving their 
goals, as all the variables studied have a high degree 
of significance. 

 
Table 1.  Reliability test 

 
Question Cronbach’s alpha 

I decided to attend the course because learning something is very exciting.  0.853 

I decided to attend the course because learning is enjoyable. 0.850 

I decided to attend the course because learning is useful for my family and friends. 0.853 

I decided to attend the course because I could share knowledge with my family and friends. 0.860 

I decided to attend the course to do my job better and have bonuses. 0.850 

I decided to attend the course to find a better job and be better paid. 0.853 

I decided to attend the course to get extra paying on my job. 0.860 

To which degree would you like to become a manager at your present workplace? 0.860 

To which degree would you like to become a manager at another workplace? 0.853 

Do you think you have the possibility to become manager at your present workplace? 0.853 

Do you think you have the possibility to become a manager at another workplace? 0.888 

Is your role model instructor a male or a female? 0.879 

Total questionnaire 0.870 

 
Table 2. Descriptive analysis 

 
Question Minimum Maximum Mean Standard deviation 

Intrinsic motivation 

I decided to attend the course because learning something is very 
exciting. 

1.00 5.00 3.9688 1.20116 

I decided to attend the course because learning is enjoyable. 2.00 5.00 4.0841 0.98541 

I decided to attend the course because learning is useful for my 
family and friends. 

2.00 5.00 4.0779 0.86792 

I decided to attend the course because I could share knowledge 
with my family and friends. 

2.00 5.00 4.1900 0.69689 

Extrinsic motivation 

I decided to attend the course to do my job better and have 
bonuses. 

2.00 5.00 4.0841 0.98541 

I decided to attend the course to find a better job and be better paid. 2.00 5.00 4.0779 0.86792 

I decided to attend the course to get extra paying on my job. 2.00 5.00 4.1900 0.69689 

Entrepreneurial management aspiration 

To which degree would you like to become an entrepreneurial 
manager at your present workplace? 

2.00 5.00 4.1900 0.69689 

To which degree would you like to become an entrepreneurial 
manager at another workplace? 

1.00 5.00 3.9688 1.20116 

Do you think you have the possibility to become an entrepreneurial 
manager at your present workplace? 

2.00 5.00 4.0779 0.86792 

Do you think you have the possibility to become an entrepreneurial 
manager at another workplace? 

3.00 5.00 4.4019 0.65945 
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4.2. Multiple and univariate analysis 
 
Multiple regression and univariate tests were used to 
conduct the research analyses. Based on 
the regression test it is indicated that both 
the intrinsic and extrinsic motivation effects 
students’ inspiration to become entrepreneurial 
managers in the future; as the significant results 
indicated are 0.000 and 0.008 respectively based on 
the effect of motivation type and students’ 
aspirations, as in Table 3 and Table 4. 

 
Table 3. Model summary-ANOVA 

 

Model R R2 Adjusted 
R2 

Estimated 
error 

Sig. F 

1 0.923 0.852 0.851 0.20538 **0.000 913.786 

 
Table 4. Coefficients of management aspiration as 

a dependent variable 
 

Model 

Unstandardized 
coefficients 

Standardized 
coefficients 

t Sig. 
B 

Std. 
error 

B 

Constant 1.235 0.075  16.457 **0.000 

Intrinsic 
motivation 

0.574 0.048 0.761 11.958 **0.000 

Extrinsic 
motivation 

0.141 0.053 0.170 2.679 **0.008 

Notes: ** significant at   ≤ 0.01; * significant at   ≤ 0.05. 

Adding the gender stereotype as a student’s 
role model, and using univariate test results 
indicated that both genders effect students’ 
aspirations to be entrepreneurial managers in the 
future as in Table 5. As stated in Table 4, both male 
and female instructors affect their business 
students’ intrinsic motivation to become 
entrepreneurial managers. However, only female 
role model instructors inspired their students’ 
extrinsic motivation to become entrepreneurial 
managers in the future.  
 

Table 5. Levene’s test of equality  
(management aspiration) 

 
 F df1 df2 Sig. 

Male 3.367 26 174 **0.00 

Female 3.777 22 97 **0.00 

Notes: ** significant at   ≤ 0.01; * significant at   ≤ 0.05. 

 
As Solanki and Xu’s (2018) study lacks 

measures related to students’ motivation, this study 
came to support the literature. All hypotheses results 
are summarized in Table 6. 
 
 
 

 
Table 6. Gender univariate test 

 

Source 
Sum of 
squares 

df 
Mean 

square 
F Sig. Source 

Sum of 
squares 

df 
Mean 

square 
F Sig. 

Intrinsic motivation 

Male Female 

Correlated 
model 

56.739 26 2.182 87.079 **0.00 
Correlated 
model 

26.353 22 1.198 65.872 **0.00 

Intercept 1320.468 1 1320.468 52690.691  Intercept 891.599 1 891.599 49.30.208  

Q1 0.623 2 0.311 12.430 **0.00 Q1 2.011 2 1.006 55.307 **0.00 

Q2 0.073 1 0.073 2.920 0.089 Q2 0.169 1 0.169 9.274 *0.03 

Q3 2.590 3 0.863 34.454 **0.00 Q3 1.690 2 0.845 46.457 **0.00 

Q4 2.600 3 0.867 34.580 **0.00 Q4 1.623 3 0.541 29.758 **0.00 

Extrinsic motivation 

Male Female 

Correlated 
model 

56.739 26 2.182 87.079 0.08 
Correlated 
model 

26.353 22 1.198 65.872 **0.00 

Intercept 1416.011 1 1516.011 60493.435  Intercept 1121.273 1 1121.273 61660.313  

Q5 0.702 2 0.351 13.997 **0.00 Q5 0.150 1 0.150 8.273 **0.005 

Q6 0.173 3 0.058 2.298 0.079 Q6 0.009 1 0.009 0.515 0.475 

Q7 0.009 1 0.009 0.347 0.557 Q7 0.073 1 0.073 4.042 *0.047 

Notes: ** significant at   ≤ 0.01; * significant at   ≤ 0.05. 

 
Table 7. Hypotheses results 

 
Hypothesis Statement Results 

H1 
There is a relationship between students’ intrinsic motivation and future entrepreneurial 
managers’ aspirations. 

Accepted 

H2 
There is a relationship between students’ extrinsic motivation and future entrepreneurial 
managers’ aspirations. 

Accepted 

H3 
There is a relationship between the instructor’s gender and students’ future entrepreneurial 
manager aspirations. 

Accepted 

H4 
There is a relationship between the instructor’s gender regarding their effect on students’ 
intrinsic and extrinsic motivation and future entrepreneurial managers’ aspirations. 

Partially 
accepted 

 

5. DISCUSSION 
 
Schools may play a major role in reducing 
stereotyping, they are able to carry out gender 
inequality actions they conduct, categorize, evaluate 
and adjust the academic contents to elude 
a feminine stereotyping (Aragonés-González et al., 
2020). Some research focused on the organization 
efficiency and career development based on poor 

representation of female leaders by shifting to 
logistic thinking not only related to 
entrepreneurship but also to social fields (Liu & Li, 
2020). Students may feel motivated to learn by 
exterior influences, such as their willingness to 
follow their instructors’ footsteps or to satisfy them, 
all are based on the environment. Even though some 
students’ actions may be based on internal motives, 
others choose to learn and develop themselves 
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because of interest or personal advantages; however, 
some may have the sensation of both (Oga-Baldwin & 
Fryer, 2020), as proved in this research. 

Women, in general, might tend to be more 
interested in people, whereas men might be more 
interested in things (Mendenhall & Singer, 2019), so 
the discovery of data related to gender biasness is 
revealed to the difference of existing assumptions 
and practices in the academic life (Romero-Hall 
et al., 2018). Salinas and Bagni (2017) indicated 
a creative and successful workplace through 
diversification in entrepreneurship. Connections 
between gender and businesses might support 
the explanation of gender-related activity conflicts. 
Liu and Li (2020) clarified that female managers try 
to assign gender standards into workplaces in order 
to enhance moral leadership ethics. 

Based on the analysis, both intrinsic and 
extrinsic motivations indicate effectiveness on 
students’ willingness to become entrepreneurial 
managers, as in Ayub (2010), as this study came with 
interesting results indicating that students’ are 
actually inspired by their feminine role model 
instructor toward becoming managers in the future. 
Meanwhile their male role model instructors 
motivated their intrinsic but not their extrinsic 
motivation. Zaccone and Pedrini’s (2019) study, in 
addition to Oga-Baldwin and Fryer’s (2020), clarified 
that IM has a positive influence on learning 
effectiveness. This study results also compromise 
with Walker’s (2018) and Kang et al.’s (2019) studies 
based on the inspiration itself and not on any 
differences. On the contrary, Hartman and Barber’s 
(2020) study identified statistically significantly 
higher career aspirations for men than women. 
However, by focusing on the previous studies, it is 
noticed that the tests are done in general, as this 
study focuses on the motivation of becoming 
entrepreneurial managers and at the same time on 
both the intrinsic and extrinsic inducements. 
Students’ subjective abilities prod them to consider 
certain majors through encouraging self-developing 
relevant skills, dealing them to strong mutual 
interconnection, all estimated through a framework 
related to IM (Sadowski & Zawistowska, 2020).  

As in Kuvaas et al. (2017), EM is associated with 
psychological distress, which may indicate that 
female instructors are more capable of dealing with 
their students. Diverse representations in academia 
might lead to dissimilar outcomes regarding 
prevailing gender relations (Le Feuvre, 2009). 
Mahajan’s (2020) study stated that respondents 
should strongly support the need intended to form 
a sustainable management education away from 
stereotyping as gender diversity acts as 
a insemination of stereotyping between genders 
averting men from attaining a higher management 
position (Nielsen & Madsen, 2019). Females in senior 
academic positions are an indication that 
conspicuous gender inequalities persevere in career 
and academic leadership; thus, females develop 
more gradually and are capable to solve more 
problems during their professional life than men 
(Roberto, Rey, Maglio, & Agliata, 2020).  

Rationalizing gender concluded that informal 
behavior and perceiving women is indicated as 
an important issue in relation to social inequality 
(Gupta, 2020). Hartman and Barber (2020) focused 
on the idea of no differences in entrepreneurship 

between both gender personalities as managers. 
However, human resource specialists must 
emphasize the characteristics in relation to 
educating construct leadership aptitude, increasing 
self-interest and professional improvement talent. 
Leadership development is highly required for 
females in the public starting from primary 
elementary school (Dixit, Agrawal, Agarwal, Gerguri-
Rashiti, & Said, 2020). Even though gender 
stereotypes concerning leadership are emphasized 
as the main difficulty females as seniors have to 
prevail on such issues if they want to prosper in 
entrepreneurship (Ramohai, 2019).  

Belaounia et al. (2020) implied that 
the influence of female managers on organizations 
is contingent on the nation’s overall gender 
equivalence level; the social gratitude of female 
abilities is anticipated to inspire their gratitude 
before entering the market, which may be done 
through schools. Furthermore, gender diversity has 
a direct positive effect on innovation competence, 
which is reinforced when the assignment intensity is 
high, or the market rivalry is high (Xie, Zhou, Zong, & 
Lu, 2020). Striebing, Schmidt, Palmén, Holzinger, and 
Nagy (2020) claimed that gender equivalence still 
requires widespread and extra effectiveness 
intended to contribute an increasing representation 
of females in research and innovation. Skilled female 
managers might bring additional viewpoints and 
exclusive proficiency; their ability may perhaps be 
subdued by incompatible underlying forces 
(Belaounia et al., 2020). 

The authors hope that this study will provide 
a present-day relevant perspective of university 
professor’s gender setting based on students’ future 
managerial aspirations. Most importantly, concluded 
by bridging a gap in the literature via utilizing 
intrinsic and extrinsic motivations as the exogenous 
variables in specific and the extraneous variables of 
the study in general assisting a change of 
the discriminating negative perceptions of female 
instructors in Jordanian universities specifically and 
Arab universities in general. The authors hope this 
research will be an adequate resource to make 
crucial decisions via its users. 
 

6. CONCLUSION 

 
The results of this research indicated that 
motivation affects students’ aspirations to become 
entrepreneurial managers in the future in favor of 
their role models. Furthermore, as indicated, both 
intrinsic and extrinsic motivations are affected by 
female instructors. On the contrary, male instructors 
only inspired the intrinsic motivation of their 
students. As gender affects the prospect of 
innovation and has an indirect effect on education 
fields, in Jordan, there is still a lack of studies 
related to gender in general. Quintana-García and 
Benavides-Velasco’s (2016) study claimed that 
female managers could enhance an organization’s 
capabilities to be more profitable. Mousa, Massoud, 
and Ayoubi (2020) stated that the variety of gender 
management could arbitrate between workplace 
happiness and organizational social responsibility 
behavior. Maybe gender cognizance in 
entrepreneurship is an issue previously overlooked, 
and an important issue related to innovation 
(Staffansson Pauli, Kristoferson, & Stevenson, 2020) 
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but not enough to reduce the literature gap. The role 
of gender and innovations in competence 
management is important because when the directing 
concerns generating innovations, it is necessary to 
break the inequalities in the business; and help in 
creating new solutions (Staffansson Pauli, 
Kristoferson, & Stevenson, 2020). Even though it was 
indicated in Mendonça and Reis’s (2020) study that 
men innovate more, however, females demonstrated 
no clear differences in the behavioral and 
physiognomies of innovations. All variables are 
recommended to be tested in the future, in Jordan in 
specific and the MENA or Arab countries in general. 

The greatest weakness of this study is its 
reliance on anonymous surveys as the main 
technique of collecting data. As a larger sample of 
private and public students analyzed individually, it 
may give us more details on the effect of their 
instructors’ stereotyping on their motivation to be 

entrepreneurial managers in the future. In 
Abalkhail’s (2020) study, it is believed that 
multilayered elements comprising sociocultural and 
family morals, religious beliefs, and organizational 
philosophies and erections may affect a relationship 
between parties. Mendonça and Reis (2020) claimed 
that although men innovate in a higher manner than 
females, there is no unblemished change on 
innovation behavior and characteristics; while (Xie 
et al., 2020) added that it would increase innovation 
efficiency. However, Ratten and Jones (2021) stated 
that the entrepreneurship education research area 
requires further attention due to the COVID-19 
pandemic. Adding any of the mentioned variables, 
changing time periods are all recommended and 
may change the results of entrepreneurship and 
the intrinsic and extrinsic motivations influences of 
future studies. 
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