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ABSTRACT

Purpose — This study aims to investigate the influence of Glass
Ceiling and Professional Self-Efficacy on Work Engagement, with
Sustainable Career Development as a mediating variable, among
female staff-level civil servants at the Ministry of Industry, Republic
of Indonesia. Methodology/approach — A quantitative approach was
employed using a survey method. Data were collected from 114
female employees through validated questionnaires. The data were
analyzed using Structural Equation Modeling—Partial Least Squares
(SEM-PLS). Findings — The results show that Glass Ceiling has a
significant negative effect on Sustainable Career Development but
does not directly influence Work Engagement. In contrast,
Professional Self-Efficacy positively and significantly affects both
Sustainable Career Development and Work Engagement.
Furthermore, Sustainable Career Development is proven to mediate
the effect of Professional Self-Efficacy on Work Engagement but
does not mediate the effect of Glass Ceiling. Novelty/value — This
study contributes to the literature by examining the integrated
influence of gender-based career barriers and psychological
resources on Work Engagement in the public sector. Its novelty lies
in positioning Sustainable Career Development as a mediating
variable—an area rarely explored in studies involving female civil
servants. The findings offer new insights into how organizational and
personal factors jointly shape employee engagement in bureaucratic
settings.

This work is licensed under a Creative Commons Attribution-Non Commercial 4.0 International License.

INTRODUCTION

In recent years, the discourse on gender equality in the workplace has gained significant attention,
particularly within public sector institutions. Although women increasingly dominate the civil service
workforce in Indonesia, their representation in strategic leadership roles remains limited. This
phenomenon reflects the persistent presence of the glass ceiling, an invisible barrier that prevents
qualified women from ascending to higher career levels despite having comparable competencies.
Simultaneously, the concept of professional self-efficacy, or individuals’ belief in their capability to
perform work-related tasks, has emerged as a crucial psychological resource influencing career
advancement and work engagement. Employees with high self-efficacy are more resilient in the face
of organizational challenges and more likely to remain engaged in their roles.
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Work engagement itself characterized by vigor, dedication, and absorption, has become a key
determinant of organizational performance, particularly in bureaucratic settings. However,
engagement is not shaped solely by internal motivation, thus organizational support for sustainable
career development also plays a vital role. This concept emphasizes long-term career growth
supported by learning opportunities, mentoring, and equitable access to advancement.

Despite growing interest in these variables, limited research has explored how sustainable career
development mediates the relationship between structural barriers (such as the glass ceiling) and
psychological factors (such as self-efficacy) with work engagement, especially among female civil
servants in Indonesia. Therefore, this study aims to fill that gap by investigating the integrated
influence of glass ceiling and professional self-efficacy on work engagement, with sustainable career
development as a mediating variable within the Ministry of Industry.

Previous studies have reported mixed findings regarding the influence of Glass Ceiling and Professional
Self-Efficacy on Work Engagement, as well as the mediating role of Sustainable Career Development.
For instance, Azwar (2023) and Nasution (2022) found that the glass ceiling negatively affects women’s
career progression, while Budiarti et al. (2023) reported no significant influence in the public sector
context. In terms of professional self-efficacy, Aulia (2022) and Morales-Garcia et al. (2024)
emphasized its positive impact on both career advancement and work engagement, although Hartman
& Barber (2019) noted that the effect varies between male and female employees. Furthermore, the role
of sustainable career development as a mediating variable remains underexplored. While De Vos et al.
(2020) and Adegbite & Hoole (2024) acknowledged its influence on employee outcomes, very few
studies have examined its position between structural barriers and psychological factors in shaping
engagement. These inconsistencies reveal a gap in the literature, particularly in bureaucratic institutions
where gender dynamics and organizational constraints are more pronounced. Therefore, this study seeks
to address these gaps by exploring the integrated effects of Glass Ceiling and Professional Self-Efficacy
on Work Engagement, with Sustainable Career Development as a mediating factor, specifically within
the context of female civil servants in Indonesia’s Ministry of Industry.

LITERATURE REVIEW

This study is grounded in the Job Demands-Resources (JD-R) Model, which continues to be widely
applied in recent organizational research. According to Bakker & van Woerkom (2022), the JD-R Model
explains how job demands (e.g., glass ceiling) can lead to burnout or disengagement, while job and
personal resources (e.g., self-efficacy, career development) foster motivation and work engagement.
The model also emphasizes the dynamic interaction between demands and resources, showing that
resources can buffer the negative impact of demands. In this study, sustainable career development is
positioned as a key resource mediating these relationships.

Glass Ceiling

The glass ceiling refers to invisible barriers that hinder women from advancing to higher leadership
positions despite equal qualifications and performance. According to Hymowitz and Schellhardt (1986),
these barriers are often systemic, rooted in organizational culture, stereotypes, and unequal access to
networks or mentoring. Smith et al. (2012) highlight that glass ceiling effects are especially prevalent
in male-dominated institutions, reducing women's career opportunities. Recent studies (e.g., Wijethunga
et al., 2023; Gigueére et al., 2023) emphasize that such barriers negatively affect career development and
motivation, especially in bureaucratic environments, making it a critical issue for gender equity in public
institutions.

Professional Self-Efficacy
Professional self-efficacy refers to an individual's belief in their capability to perform job-related tasks
successfully according to Bandura (1997). It plays a crucial role in shaping work behavior, motivation,
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and resilience. According to Hartman & Barber (2019), women with high self-efficacy are more likely
to pursue career advancement despite organizational barriers. Morales-Garcia et al. (2024) also found
that self-efficacy enhances work engagement and career satisfaction, particularly in high-demand
environments. As a personal resource within the JD-R framework, professional self-efficacy supports
sustained performance and buffers the negative effects of workplace challenges, including structural
constraints like the glass ceiling.

Sustainable Career Development

Sustainable career development refers to the continuous growth and adaptability of an individual’s
career over time, supported by both personal capabilities and organizational resources according to De
Vos et al., (2020). It emphasizes long-term employability, learning opportunities, and work-life
integration. According to Heijden & De Vos (2015), sustainable careers are driven by professional
competencies, organizational support, and time-related adaptability. Research by Adegbite & Hoole
(2024) shows that sustainable career development enhances employee engagement and retention,
particularly in dynamic and complex work environments. It also serves as a critical mediating factor
linking psychological resources and structural conditions to work-related outcomes.

Work Engagement

Work engagement is a positive, work-related psychological state marked by energy (vigor), involvement
(dedication), and deep focus (absorption) (Schaufeli et al., 2002). Recent research by Van Wingerden
et al. (2021) highlights that engaged employees are more productive, resilient, and committed to
organizational goals. According to Bakker & Van Woerkom (2022), engagement increases when
individuals have access to sufficient job and personal resources. Moreover, Morales-Garcia et al. (2024)
emphasize that self-efficacy and career development opportunities significantly drive engagement,
particularly in high-demand public sector roles. Therefore, work engagement remains a vital outcome
in modern human resource management and organizational sustainability.

HYPOTHESIS DEVELOPMENT

The Influence of Glass Ceiling on Work Engagement

The glass ceiling represents invisible organizational barriers that limit women's career progression
despite equal competence (Hymowitz & Schellhardt, 1986). According to Social Role Theory, such
barriers can diminish women's psychological connection to work by undermining their perceived value
and future prospects. Giguere et al. (2023) and Wijethunga et al. (2023) found that the perception of
glass ceiling negatively affects motivation and engagement. In contrast, Budiarti et al. (2023) reported
an insignificant effect in certain bureaucratic contexts.
H1: Glass Ceiling has a negative and significant effect on Work Engagement.

The Influence of Professional Self-Efficacy on Work Engagement

Professional self-efficacy refers to an individual’s belief in their ability to perform tasks effectively
(Bandura, 1997). Within the JD-R framework, it functions as a personal resource that promotes intrinsic
motivation and persistence (Bakker & Van Woerkom, 2022). Morales-Garcia et al. (2024) confirmed
that higher self-efficacy enhances work engagement, especially in high-pressure environments.
Hartman & Barber (2019) also emphasized its role in encouraging career initiative and job involvement.
H2: Professional Self-Efficacy has a positive and significant effect on Work Engagement.

The Influence of Glass Ceiling on Sustainable Career Development

Barriers related to the glass ceiling not only affect current job satisfaction but also restrict long-term
career growth. According to De Vos et al. (2020), sustainable career development depends on equal
access to learning, mobility, and decision-making. Azwar (2023) and Nasution (2022) reported that
glass ceiling significantly hinders women’s career sustainability, while Budiarti et al. (2023) found
contextual exceptions.
H3: Glass Ceiling has a negative and significant effect on Sustainable Career Development.
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The Influence of Professional Self-Efficacy on Sustainable Career Development

Employees with high professional self-efficacy are more proactive in seeking career opportunities and
navigating workplace challenges (Hartman & Barber, 2019). According to Career Construction Theory,
self-efficacy shapes adaptive career behaviors that lead to sustainability (Heijden & De Vos, 2015).
Morales-Garcia et al. (2024) and Adegbite & Hoole (2024) found that self-efficacy contributes
positively to sustainable career paths.
H4: Professional Self-Efficacy has a positive and significant effect on Sustainable Career Development.

The Influence of Sustainable Career Development on Work Engagement

Sustainable career development provides employees with long-term opportunities for growth,
recognition, and purpose—all of which foster engagement (De Vos et al., 2020). Based on the JD-R
Model, career sustainability serves as a job resource that buffers job demands and enhances energy,
dedication, and absorption. Studies by Muchibi et al. (2022) and Morales-Garcia et al. (2024) support
its positive influence on engagement.
H5: Sustainable Career Development has a positive and significant effect on Work Engagement.

The Mediating Role of Sustainable Career Development between Glass Ceiling and Work
Engagement

The glass ceiling may indirectly reduce engagement by obstructing access to sustainable career
development. Without equal opportunities, long-term career growth is stifled, which weakens
motivation and attachment to work. However, evidence on this mediating effect remains limited. While
De Vos et al. (2020) suggest the link is plausible, Budiarti et al. (2023) found no mediation in
government institutions.
H6: Sustainable Career Development significantly mediates the relationship between Glass Ceiling and
Work Engagement.

The Mediating Role of Sustainable Career Development between Professional Self-Efficacy and
Work Engagement

Professional self-efficacy enhances sustainable career development by encouraging proactive learning
and opportunity-seeking behaviors (Adegbite & Hoole, 2024). In turn, such development strengthens
work engagement. This pathway aligns with JD-R Model, where

personal resources translate into outcomes through job resources. Morales-Garcia et al. (2024) confirm
this indirect effect in public sector professionals.
H7: Sustainable Career Development significantly mediates the relationship between Professional Self-
Efficacy and Work Engagement.

[ Glass Ceiling (X1) ]Hl

- Sustainable Career H3 * S
. Development (Z) - " (Y)
H7 .....................

Prafessional Self
Efficacy (X2) o

Figure 1. Conceptual Framework
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METHOD

The author employs a quantitative approach to examine the causal relationships among the study
variables, referring to the framework suggested by Sugiyono (2019). This research adopts a causal-
explanatory design to analyze the influence of glass ceiling and professional self-efficacy on work
engagement, with sustainable career development as a mediating variable. Data were collected using
structured questionnaires distributed to female staff-level employees at the Ministry of Industry,
Republic of Indonesia. The total population of the study consists of 114 civil servants at the staff level.
Given the specific and limited population scope, the researcher uses a saturated sampling technique
(census), ensuring that all members of the target population are involved as respondents.

Operational Variables

This study involves four main variables:

Glass Ceiling (X1): Measured using indicators adapted from Giguére et al. (2023) and Wijethunga et
al. (2023), which include perceptions of organizational barriers, unequal opportunities for advancement,
lack of representation in leadership, and gender-based bias in decision-making.

Professional Self-Efficacy (X2): Measured based on Morales-Garcia et al. (2024), focusing on
employees’ confidence in accomplishing professional responsibilities, overcoming job-related
challenges, and achieving performance targets.

Sustainable Career Development (Z): Measured using the framework developed by Adegbite & Hoole
(2024) and De Vos et al. (2020), including career adaptability, continuous skill development, and long-
term career support from the organization.

Work Engagement (Y): Measured through the three dimensions proposed by Schaufeli et al. (2006)
and reaffirmed by Van Wingerden et al. (2021): vigor (energy and resilience), dedication (involvement
and pride), and absorption (concentration and immersion in work).

A structured questionnaire using a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree) was
distributed to all respondents for primary data collection.

Analysis

The collected data were analyzed using Structural Equation Modeling — Partial Least Square (SEM-
PLS) with the aid of SmartPLS 4.0 software. The analytical procedure includes: Testing the
measurement model (outer model) :Assessed indicator reliability (outer loadings), convergent validity
(AVE), and discriminant validity (Fornell-Larcker and cross-loading).Testing structural relationships
between latent variables (inner model) : Tested the relationships between latent variables using R?, effect
size (f2), and predictive relevance (Q?). Hypothesis Testing with bootstrapping.Employed 5,000
resamples to examine the significance of path coefficients, including direct, indirect, and mediating
effects. This method is suitable for complex models with mediation, such as Sustainable Career
Development.

RESULT AND DISCUSSION

Description of Respondent

The respondents of this study comprised 114 individuals, all of whom were female civil servants
(Aparatur Sipil Negara) occupying executive or general functional positions with a minimum tenure of
more than six years. In terms of age distribution, the respondents were categorized into four groups,
with the largest proportion falling within the 31-40 years age range, totaling 61 individuals (53.51%),
while the smallest proportion was observed in the 51-60 years category with 6 individuals (5.26%).
With respect to marital status, the majority of respondents were married, accounting for 79 individuals
(70%), whereas 35 respondents (30%) were unmarried. Regarding educational attainment, the largest
group consisted of respondents holding a Bachelor’s degree (Strata I) with 80 individuals (70.18%),
followed by 22 individuals (19.3%) with a Master’s degree (Strata II), and 12 individuals (10.53%) with
a Diploma Il qualification. In terms of tenure, the majority of respondents had served between 6-10
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years, totaling 55 individuals (48.25%), followed by 51 individuals (44.74%) with 10-20 years of
service, while the smallest group comprised 8 individuals (7.02%) with more than 20 years of service.

Table 1. Respondent Data

Category Sub-Category n %
Gender Female 114 100%
20-30 years 34 29.82%
31-40 years 61 53.51%
Age
41-50 years 13 11.40%
51-60 years 6 5.26%
Position Executive/General Functional 114 100%
Married 79 70%
Marital Status
Unmarried 35 30%
Diploma 11l 12 10.53%
Education Bachelor’s Degree (S1) 80 70.18%
Master’s Degree (S2) 22 19.30%
6-10 years 55 48.25%
Years of Service | 10-20 years 51 44.74%
More than 20 years 8 7.02%

OUTER MODEL

The outer model assessment was conducted to evaluate reliability and validity through indicator
loadings, AVE, Cronbach’s alpha, and composite reliability. As suggested by Hair et al. (2019),
satisfactory values confirm that the constructs are reliably measured and valid for further analysis.

Convergent Validity
a. Loading Factor
The measurement model results confirm acceptable convergent validity, with most loadings
above 0.70, Composite Reliability values over 0.80, and Cronbach’s Alpha between 0.830 and
0.919. AVE values ranged from 0.531 to 0.656, exceeding the 0.50 threshold. Overall, the model
is valid and reliable for further structural analysis.

Table 2. Loading Factor

Variable Dimentions Indicator Code | Loading Factor Result
GC1l1 0.867 Valid

GC1.3 0.778 Valid

Glass Ceiling Internal GCl4 0.806 Valid
GC15 0.785 Valid

GC1.6 0.873 Valid
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GC34 0.872 Valid
. GC2.3 0.843 Valid

Family -
GC24 0.814 Valid
GC3.1 0.729 Valid
Organization GC3.2 0.792 Valid
GC3.3 0.740 Valid
GC4.1 0.848 Valid
GC4.2 0.800 Valid
Social Culture GC43 0.815 Valid
GC4.4 0.765 Valid
GC 4.6 0.803 Valid
PSE 1.1 0.832 Valid
Confidence PSE 1.2 0.838 Valid
PSE 3.1 0.799 Valid
Professional PSE 2.2 0.809 Valid
Self Efficacy PSE 2.3 0.750 Valid
Self Reliance PSE 3.2 0.742 Valid
PSE 3.3 0.808 Valid
PSE 4.1 0.761 Valid
Variable Dimentions Indicator Code | Loading Factor Result
Professional Utilization of PSE 4.2 0.756 Valid
Self Efficacy Resources PSE 4.3 0.772 valid
SCD1.1 0.840 Valid
SCD 1.2 0.788 Valid
SCD 1.3 0.776 Valid
Organizational SCD 1.4 0.755 Valid

Support

Sustainable SCD 2.1 0.802 Valid
Career SCD 2.2 0.822 Valid
Development SCD 2.3 0.808 Valid
Person SCD 3.3 0.719 Val?d
SCD 3.4 0.730 Valid
Time SCD 3.1 0.761 Val?d
SCD 3.2 0.734 Valid
WE 1.1 0.780 Valid
Work Vigor WE 1.2 0.779 Valid
Engagement WE 1.3 0.718 Valid
Dedication WE 2.1 0.840 Valid




Driving Performance Through Agile Leadership and Motivation...

WE 2.2 0.842 Valid

WE 2.3 0.807 Valid

WE 2.4 0.774 Valid

WE 2.5 0.791 Valid

. WE 3.3 0.749 Valid
Absorption -

WE 3.4 0.786 Valid

Average Variance Extracted

To assess the convergent validity of the measurement model, the Average Variance Extracted (AVE)
values for each construct were examined. AVE indicates the proportion of variance in the indicators that
is explained by the underlying latent construct. According to Hair et al. (2019), an AVE value of 0.50
or higher suggests adequate convergent validity.

Table 3. Average Variance Extracted

Average Variance Extracted (AVE)
Glass Ceiling 0,655
Professional Self Efficacy 0,621
Sustainable Career Development 0,568
Work Engagement 0,620

As presented in the table, all constructs in this study demonstrated AVE values above the recommended
threshold of 0.50. Specifically, the Glass Ceiling construct achieved an AVE of 0.655, Professional Self-
Efficacy recorded an AVE of 0.621, Sustainable Career Development had an AVE of 0.568, and Work
Engagement obtained an AVE of 0.620. These results indicate that the indicators used in the study
adequately capture the variance of their respective constructs, thereby confirming that the measurement
model meets the requirement for convergent validity.

Reliabilities

To evaluate the internal consistency and reliability of the constructs, Cronbach’s alpha and composite
reliability (rho_a and rho_c) were assessed. According to Hair et al. (2019), reliability values above 0.70
are considered acceptable, indicating that the measurement items consistently represent the underlying
construct.

Table 4. Construct Reliability and Validity

Cronbach's alpha Compo(s;ir:g_rgl)iability Composite reliability (rho_c)
GC 0,965 0,969 0,968
PSE 0,932 0,939 0,942
SCD 0,924 0,925 0,935
WE 0,932 0,935 0,942

As shown in the table, all constructs demonstrated excellent reliability. The Glass Ceiling construct
obtained a Cronbach’s alpha of 0.965, rho_a of 0.969, and rho c of 0.968, all of which exceed the
recommended threshold. Similarly, Professional Self-Efficacy recorded values of 0.932 (Cronbach’s
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alpha), 0.939 (rho_a), and 0.942 (rho_c). Sustainable Career Development also showed strong reliability
with a Cronbach’s alpha of 0.924, rho_a of 0.925, and rho ¢ of 0.935. Lastly, Work Engagement
reported values of 0.932, 0.935, and 0.942, respectively. These results confirm that all constructs exhibit
a high level of internal consistency, ensuring that the measurement model is reliable for further structural
analysis.

Discriminant Validity
To assess discriminant validity, this study employed both the cross-loadings approach and the Fornell-
Larcker criterion. Discriminant validity ensures that each construct is empirically distinct, thereby
confirming that the indicators of one construct are not excessively correlated with those of other
constructs (Fornell & Larcker, 1981; Hair et al., 2019).

a. Cross Loading

Table 5. Cross Loading

GC PSE SCD WE
GC4.1 0,848 -0,107 -0,39 -0,254
GC4.2 0,8 -0,146 -0,362 -0,249
GC43 0,815 -0,174 -0,274 -0,255
GC4.4 0,765 -0,212 -0,304 -0,224
GC4.6 0,803 -0,266 -0,403 -0,293
GC1.1 0,867 -0,214 -0,456 -0,194
GC1.3 0,778 -0,056 -0,316 -0,143
GCl1.4 0,806 -0,283 -0,457 -0,328
GC1.5 0,785 -0,164 -0,397 -0,248
GC1.6 0,873 -0,201 -0,463 -0,251
GC2.3 0,843 -0,22 -0,481 -0,242
GC24 0,814 -0,179 -0,435 -0,303
GC3.1 0,729 -0,272 -0,377 -0,282
GC3.2 0,792 -0,127 -0,248 -0,203
GC3.3 0,74 -0,146 -0,165 -0,193

GC34 0,872 -0,155 -0,407 -0,21

PSE 1.1 -0,159 0,832 0,424 0,549
PSE 1.2 -0,238 0,838 0,33 0,393
PSE 2.2 -0,182 0,809 0,316 0,388
PSE 2.3 -0,216 0,75 0,264 0,451
PSE 3.1 -0,111 0,799 0,361 0,457
PSE 3.2 -0,091 0,742 0,218 0,287
PSE 3.3 -0,166 0,808 0,439 0,444
PSE 4.1 -0,123 0,761 0,302 0,396
PSE 4.2 -0,227 0,756 0,313 0,26
PSE 4.3 -0,293 0,772 0,545 0,453
SCD 1.1 -0,418 0,391 0,84 0,41
SCD 1.2 -0,447 0,389 0,788 0,386
SCD 1.3 -0,377 0,308 0,776 0,347
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SCD 14 -0,235 0,351 0,755 0,383
SCD 2.1 -0,432 0,412 0,802 0,43
SCDh 2.2 -0,36 0,368 0,822 0,376
SCD 2.3 -0,366 0,367 0,808 0,427
WE 1.1 -0,324 0,444 0,329 0,78
WE 1.2 -0,151 0,516 0,299 0,779
WE 1.3 -0,168 0,343 0,325 0,718
WE 2.1 -0,326 0,409 0,409 0,84
WE 2.2 -0,258 0,377 0,474 0,842
WE 2.3 -0,237 0,458 0,482 0,807
WE 2.4 -0,232 0,463 0,462 0,774
WE 2.5 -0,166 0,358 0,254 0,791
WE 3.3 -0,223 0,315 0,454 0,749
WE 3.4 -0,287 0,475 0,356 0,786

The cross-loadings results indicate that all items load higher on their respective constructs than on
other constructs. Glass Ceiling items load between 0.729 and 0.873, Professional Self-Efficacy
between 0.742 and 0.838, Sustainable Career Development between 0.755 and 0.840, and Work
Engagement between 0.718 and 0.842. These values confirm that each indicator is strongly
associated with its intended construct, thereby supporting discriminant validity.

Fornell-Larcker Criterion

To further establish discriminant validity, the Fornell-Larcker criterion was employed. This
criterion compares the square root of the Average Variance Extracted (AVE) for each construct with
its correlations with other constructs. Discriminant validity is achieved when the square root of the
AVE is greater than the inter-construct correlations, indicating that each construct shares more
variance with its own indicators than with other latent variables (Fornell & Larcker, 1981; Hair et
al., 2019).

Table 6 Fornell-Larcker Criterion

GC PSE SCD WE
GC 0,809
PSE -0,234 0,788
SCD -0,487 0,560 0,754
WE -0,305 0,532 0,562 0,787

The Fornell-Larcker criterion results demonstrate that the square root of the AVE for each construct
is higher than its correlations with other constructs. Specifically, the values were 0.809 for Glass
Ceiling, 0.788 for Professional Self-Efficacy, 0.754 for Sustainable Career Development, and 0.787
for Work Engagement. Since each diagonal value exceeds the corresponding inter-construct
correlations, these findings provide strong evidence of discriminant validity within the measurement
model.

INNER MODEL

To evaluate the structural relationships among the latent variables, the inner model assessment was conducted.
This stage examines the predictive capability and explanatory power of the model by analyzing the path
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coefficients, coefficient of determination (R?), effect size (f2), and predictive relevance (Q?). According to Hair et
al. (2019), these criteria provide a comprehensive understanding of how well the proposed model explains the
variance in the endogenous constructs and the strength of the hypothesized relationships.

R-Square

According to Sarstedt et al. (2022), R-Square (R?) values in PLS-SEM are interpreted as
follows: above 0.75 indicates substantial, 0.50-0.75 is moderate, 0.25-0.50 is weak, and below 0.25
is very weak explanatory power.

Table 7. R-Square (R?) and R-Square Adjusted
Variable R-square R-square adjusted
SCD 0,448 0,438
WE 0,387 0,371

F-Square

To complement the analysis of path coefficients and R2 values, the effect size (f2) was assessed.
This measure evaluates the extent to which an exogenous construct contributes to the explained variance
of an endogenous construct. Following Cohen’s (1988) guidelines, > values of 0.02, 0.15, and 0.35 are
considered small, moderate, and large, respectively.

Table 8. F-Square

Variabel f-square

GC ->SCD 0.244 (Moderate)
GC ->WE 0.004 (Sangat Kecil)
PSE -> SCD 0.382 (Tinggi)

PSE -> WE 0.114 (Kecil)

SCD ->WE 0.113 (Kecil)

The findings show that Glass Ceiling has a moderate effect on Sustainable Career Development but a
negligible effect on Work Engagement. Professional Self-Efficacy strongly influences Sustainable
Career Development and has a small effect on Work Engagement. Similarly, Sustainable Career
Development exerts a small effect on Work Engagement. Overall, Professional Self-Efficacy emerges
as the most influential predictor of career development, while Glass Ceiling plays only a limited role.

Q-Square

The Q-Square can be calculated using the blindfolding procedure in Smart PLS, where part of
the data is omitted and then predicted again through the estimated model. The interpretation of the Q-
Square (Q?) value is as follows: if Q2 > 0, it indicates that the model has good predictive relevance,
whereas if Q> < 0, it indicates that the model does not have predictive relevance or its predictive ability
is very low. The Q-Square (Q?) values from the data processing using the Smart PLS program are
presented in the following formulas.

Q?=1—- (1 — R?1)(1 — R%*n).
Q2=1—(1-0,448)(1-0,387)
Q2=1-(0,552)(0,613)
Q2=1-0,338

Q2=0,662
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Table 9. Hypothesis Result

. Original T P . .
a YRR Sample Statistics Values PEEHIC]
Direct Effects

Hy Glass ceiling has a negative effect on 0,058 0,502 0,308 Rejected
work engagement

Ho Pro_fe_ssmnal self-efficacy has a 0,320 1,888 0,03 Accepted
positive effect on work engagement

Hs Sus@qmable career development has a 0,355 1872 0,031 Accepted
positive effect on work engagement

Ha Glass ceiling has a negative effect on 0,377 3,445 0,000 Accepted

sustainable career development

Professional self-efficacy has a
Hs | positive effect on sustainable career 0,472 4,526 0,0000 Accepted
development

Indirect Effects

The mediating role of Sustainable
Career  Development in  the

He | relationship between Glass Ceiling 0,134 1,323 0,093 Rejected
and Work Engagement
The mediating role of Sustainable

p, | Career  Development in the | ,,qq 1,743 0,041 Rejected

relationship between Professional
Self-Efficacy and Work Engagement

Table 9 show that The hypothesis testing results reveal that not all proposed direct and indirect
relationships are statistically significant. Among the direct effects, glass ceiling has a negative but
non-significant effect on work engagement (p = 0.308), leading to the rejection of H1. Conversely,
professional self-efficacy (p = 0.030) and sustainable career development (p = 0.031) both have
significant positive effects on work engagement, supporting H2 and H3. In addition, glass ceiling
shows a significant negative effect on sustainable career development (p < 0.001), while professional
self-efficacy has a strong positive effect (p < 0.001), confirming H4 and H5. For the mediating effects,
sustainable career development does not significantly mediate the relationship between glass ceiling
and work engagement (p = 0.093), leading to the rejection of H6. However, it significantly mediates
the influence of professional self-efficacy on work engagement (p = 0.041), thus supporting H7.

DISCUSSION

This study aimed to examine the influence of glass ceiling and professional self-efficacy on work
engagement, with sustainable career development as a mediating variable among female staff-level
employees at the Ministry of Industry. The findings offer both theoretical and practical insights into
how psychological and structural factors affect employee engagement in a bureaucratic public sector
environment.

The results indicate that the glass ceiling does not have a significant direct effect on work engagement.
This finding contrasts with several previous studies that reported a negative and significant influence of
perceived career barriers on employee motivation and engagement. One possible explanation is that,
while gender-based barriers exist, they may not directly reduce engagement unless they severely impact
perceived career progression or workplace inclusion. Another possible interpretation is that the
respondents have adapted to existing organizational structures and do not allow external limitations to
affect their personal level of involvement in work. This finding may also suggest the presence of strong
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individual coping mechanisms or institutional policies that partially mitigate the effect of the glass
ceiling on daily engagement.

On the other hand, professional self-efficacy is found to have a significant and positive effect on work
engagement. This result is consistent with Bandura’s (1997) social cognitive theory and empirical
findings by Lent et al. (2022), which emphasize that employees with higher self-efficacy are more
confident in their ability to complete tasks and pursue goals, thereby enhancing their motivation and
commitment to work. In the context of public organizations, where bureaucratic procedures and fixed
career paths often limit extrinsic rewards, self-efficacy becomes an important internal resource that
drives employees to remain engaged despite structural limitations.

Sustainable career development also has a positive and significant influence on work engagement. This
supports the Job Demands-Resources (JD-R) model by Demerouti et al. (2001), which asserts that career
resources, such as continuous development opportunities and long-term support, serve as job resources
that can enhance employee motivation. In bureaucratic settings, where structural promotions may be
limited, development programs, mentoring, and clear career pathways offer alternative avenues for
maintaining high levels of engagement.

Furthermore, the findings show that glass ceiling negatively affects sustainable career development.
This supports previous literature that recognizes how gender-based career barriers can limit access to
organizational resources necessary for continuous career growth. Conversely, professional self-efficacy
has a strong and positive effect on sustainable career development, implying that employees who believe
in their capabilities are more likely to take initiative in managing their careers, even in less flexible
institutional contexts.

Finally, the mediating effect of sustainable career development was significant in the relationship
between professional self-efficacy and work engagement, but not in the relationship between glass
ceiling and work engagement. This suggests that internal psychological resources are more likely to be
channeled through career development initiatives to influence engagement, compared to structural
barriers that may operate through more complex or indirect mechanisms.

In summary, this study highlights the importance of enhancing self-efficacy and investing in sustainable
career development programs as practical strategies to foster work engagement among female
employees, especially in public sector environments where structural challenges such as the glass ceiling
may persist.

CONCLUSION

This study investigated the influence of glass ceiling and professional self-efficacy on work
engagement, with sustainable career development as a mediating variable, among female staff at the
Ministry of Industry. The findings provide a comprehensive understanding of how structural barriers
and personal psychological resources interact to shape engagement levels in a public sector context.
The results revealed that the glass ceiling does not have a direct and significant effect on work
engagement. This suggests that although gender-based career limitations may exist, they do not
necessarily reduce the level of employee involvement unless mediated by other factors. In contrast,
professional self-efficacy was found to have a positive and significant influence on both sustainable
career development and work engagement. This underscores the critical role of internal beliefs in one’s
ability to succeed as a driver of motivation and performance, especially within rigid institutional
structures.

Sustainable career development was also shown to significantly enhance work engagement and mediate
the relationship between professional self-efficacy and engagement. However, it did not significantly
mediate the relationship between the glass ceiling and work engagement, implying that the influence of
perceived career barriers on engagement may require more complex or indirect pathways to manifest.
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Overall, the study confirms that fostering self-efficacy and providing continuous support for career
growth are essential in promoting employee engagement. While addressing structural barriers such as
the glass ceiling remains important, empowering individuals through personal development and
sustainable career pathways may yield more immediate impacts. These insights can inform public sector
institutions in designing targeted strategies to retain and engage female employees, especially at the
operational level.

REFERENCES

Adegbite, Waliu M., Hoole, Crystal., (2024). Modelling female nurses career sustainability towards
career competency development and teamwork using professional self-efficacy as a mediator.
University of Johannesburg South Africa.

Aulia, Reza. (2021). Pengaruh Glass Ceiling dan Self Efficacy Terhadap Women Career Advancement
Dengan Social Support Sebagai Variabel Moderating. Universitas Islam Sultan Agung.

Azwar. (2023)., Glass Ceiling Sebagai Hambatan Dalam Mewujudkan Keadilan dan Kesetaraan
Gender Bagi Perempuan Kerja. Universitas Pembangunan Nasional Veteran Jakarta.Badan
Kepegawaian Negara. (2024). Buku Statistik Aparatur Sipil Negara Juni 2024. Diakses pada Mei
2025 dari https://www.bkn.go.id/e-library/buku-statistik-aparatur-sipil-negara-semester-i-2024

Bakker, A. B., & van Woerkom, M. (2022). Engaged and proactive employees: The role of job demands
and resources. Current Directions in Psychological Science, 31(2), 165-170.
https://doi.org/10.1177/09637214221078808

Bakker, A.B. and Demerouti, A. (2007). The Job Demands-Resources Model : State of Art. Journal of
Managerial PsichologyVo. 22 Issue 3, pp.309-328. https://doi.org/10.1108/02683940710733115

Balasubramanian, Senthil Arasu., Lathabhavan, Renya. (2017). Women'’s glass ceiling beliefs predict
work engagement and burnout. https://doi.org/10.1108/JMD-12-2016-0282

Bargsted, M., Ramirez-Vielma, R., & Yeves, J. (2019). Professional self-efficacy and job satisfaction:
The mediator role of work design. Journal of Work and Organizational Psychology, 35(3), 157—
163. https://doi.org/10.5093/jwop2019a18

Baxter, Janeen., Wright, Erik Olin. (2000). The Glass Ceiling Hypothesis, a Comparative Study of the
United States, Sweden, and Australia. University of Tasmania, University of Wisconsin-Madison.

Budiarti, Riri., Lestari, Etty Puji., Nurhayati, Mafizatun. (2023). The Influence of Glass Ceiling
Perceptions and Organizational Culture on Women’s Career Development : The Mediating Role
of Self Efficacy. Universitas Terbuka Jakarta, Universitas Mercu Buana Jakarta.

Chan,E.S.S.,Ho, S. K., Ip, F. F. L., & Wong, M. W. Y. (2020). Self-Efficacy, Work Engagement, and
Job Satisfaction Among Teaching Assistants in Hong Kong'’s Inclusive Education. SAGE Open,
10(4).

Chang, H.-Y., Lee, I.-C., Tai, S.-l., Ng, N.-Y., Shiau, W.-L., & Yu, W.-P. (2023). Professional
engagement: Connecting self-efficacy to actual turnover among hospital nurses. Journal of
Advanced Nursing, 79(12), 4756-4766.

Chu, X., Zhang, L., & Li, M. (2022). Nurses’ strengths use and turnover intention: The roles of job
crafting and self-efficacy. Journal of Advanced Nursing, 78(7), 2075-2084.

Costa, Patricia Lopes., Passos, Ana Margarida., Bakker, Arnold B. (2016). The work engagement grid:

predicting engagement from two core dimensions. DOI 10.1108/JMP-11-2014-0336

Data Pegawai Kementerian Perindustrian. Diakses melalui

https://intranet.kemenperin.go.id/sipegi/query-rekap.php
De Vos, A., & Van der Heijden, B. I. (2017). Current thinking on contemporary careers: The key roles
of sustainable HRM and sustainability of careers. Current Opinion in Environmental
Sustainability, 28, 41-50. https://doi.org/10.1016/j. cosust.2017.07.003

De Vos, A., Forrier, A., Van der Heijden, B., & De Cuyper, N. (2017). Keep the expert! Occupational
expertise, perceived employability and job search: A study across age groups. Career
Development International, 22(3), 318-332. https://psycnet.apa.org /doi/10.1108/CDI-12-2016-
0229.

14


https://www.bkn.go.id/e-library/buku-statistik-aparatur-sipil-negara-semester-i-2024
https://doi.org/10.1108/02683940710733115
https://doi.org/10.1108/JMD-12-2016-0282
https://intranet.kemenperin.go.id/sipegi/query-rekap.php
https://doi.org/10.1016/j.%20cosust.2017.07.003

4 : :
I\J’ Asean International Journal of Business Vol.5 No.1 (2026)

De Vos, A., Van der Heijden, B. I. J. M., & Akkermans, J. (2020). Sustainable careers: Towards a

conceptual model. Journal of Vocational Behavior. https://doi.org/ 10.1016/j.jvb.2018.06.011

Demerouti, Evangelia., Nachreiner, Friedhelm., Bakker, Arnold B., Schaufeli, Wilmar B. (2001). The
Job Demands-Resources Model of Burnout. DOI: 10.1037//0021-9010.86.3.499

European Institute for Gender Equality. (2021). Gender Equality in Academia and Research — GEAR

Tool. Diakses melalui https://eige.europa.eu/gender-mainstreaming/toolkits/gear/gender-
balance-leadership-and-decision-making

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables and

measurement error: Algebra and statistics. Journal of Marketing Research, 18(3), 382—-388.
https://doi.org/10.2307/3150980
Giguere, Emilie., Pelletier, Marieve., Bilodeau, Karine., St-Arnaud, Louise. (2023). Breaking through
the glass ceiling, buat at what cost? From transitions between hierarchical levels to the
diversity of ascending, lateral, or descending career paths on women executives. DOI:
10.1177/10384162221141350

Goodall M.S, Asia A. (2024). Investigating The Perceived Glass Ceiling: Role of Empowerment on Job
Satisfaction and Employee Well-Being. Alliant International University, Los Angeles

Gruman, Jamie A., Saks, Alan M. (2011). Performance Management and Employee Management.
doi:10.1016/j.hrmr.2010.09.004

Hartman, R. L., & Barber, E. G. (2020). Women in the workforce: The effect of gender on occupational
professional self-efficacy, work engagement and career aspirations. Gender in Management, 35(1),
92-118. https://doi.org/10.1108/GM-04-2019-0062

Hartman,Rosanne L., Barber,Emily G. (2019). The Effect of Gender on Occupational Professional self-

efficacy, Work Engagement and Career Aspirations. Canisius College, Buffalo, New York, USA.
Hikmah, Nikmatul. (2024). Tren Kepemimpinan Perempuan Di Perguruan Tinggi Berbasis Islam Dalam
Meningkatkan Daya Saing. Universitas KH Mukhtar Syafaat.
Jauhar, J., & Lau, V. (2018). The “Glass Ceiling” and Women’s Career Advancement to Top
Management: The Moderating Effect of Social Support. Global Business & Management
Research: An International Journal, 10(1), 163-178.
Jordanian study reference as per PubMed abstract: author omitted. (2021). The role of organizational
support and self-efficacy on work engagement among registered nurses in Jordan. Journal of
Nursing Management.
Khan, Majid., Sulaiman, Rahizah., Nazir, Omer., Khan, Sajid., Awan, Saba. (2024). The unseen in the
glass ceilings : examining women’s career advancement in higher education institutions through
a multi-level institutional lens. https://doi.org/10.1080/13678868.2024.2342762
Kim, K. N., & Yoon, S. W. (2024). Plotting the blank space among leadership, job crafting, and career
development: An integrative review. Human Resource Development International.
Kolade, Obamiro John., Kehinde, Obasan. (2012). Glass Ceiling and Women Career Advancement :
Evidence from Nigerian Construction Industry. Iranian Journal of Management Studies
Kour, Arvinder., Chib, Shiny. (2023). Glass Ceiling and Its Impact on The Career Growth of Women.
European Journal of Molecular & Clinical Medicine
Krissetyanti, E.P.L. (2018). Gender bias on structural job promotion of civil servants in Indonesia (a
case study on job promotion to upper echelons of civil service in the provincial government of the
special region of Yogyakarta). Competition and Cooperation in Social and Political Sciences, 73—
81. https://doi.org/10.1201/9781315213620-10
Lahti, Elsi. (2013). Women and Leadership : Factors That Influence Women'’s Career Success. Lahti
University of Applied Science
Morales-Garcia, Wilter C.,Vallejos, Maria., Sairitupa-Sanchez, Morales-Garcia, Sandra-B., Lozada,
Oriana-Rivera., Morales-Garcia, Mardel. (2024). Depresion, professional self-efficacy, and job
performance as predictors of life satisfaction : The mediating role of work engagement in nurses.
DOI 10.3389/fpubh.2024.1268336

Muchibi, Wilbrodah Mutsoli., Mutua, Shedrack Mbithi., Juma, Dr. Dennis. (2022). Influence of Career
Development on Employee Engagement in The Public Health Sector in Kenya.

15



https://eige.europa.eu/gender-mainstreaming/toolkits/gear/gender-balance-leadership-and-decision-making?utm_source=chatgpt.com
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/gender-balance-leadership-and-decision-making?utm_source=chatgpt.com
https://doi.org/10.2307/3150980
https://doi.org/10.1108/GM-04-2019-0062
https://doi.org/10.1080/13678868.2024.2342762
https://doi.org/10.1201/9781315213620-10

Driving Performance Through Agile Leadership and Motivation...

https://iajournals.org/articles/iajhrba_v4 il_297 327.pdf
Muslim, M. ., & Perdhana, M. S. (2018). Glass Ceiling: Sebuah Studi Literatur. Jurnal Bisnis Strategi,
26(1), 28. https://doi.org/10.14710/jbs.26.1.28-38

Nasution, Wahyuni Sari.,Irawati, Ira Irawati.,Muhafidin,Didin. (2022). Glass Ceiling Dalam
Peningkatan Jenjang Karir Pegawai Negeri Sipil Perempuan di Lingkungan Pemerintah Kota
Medan. Department of Public Administration, Faculty of Social and Political Sciences.

Nikolic, Jelena Lukic., Labus, Pero. (2024). The Mediating Role of the glass-ceiling phenomenon in the
relationship between career opportunities and employee engagement within the hospitality. DOI:
10.5937/menhottur2400011L

Sarstedt, M., Ringle, C. M., & Hair, J. F. (2022). Partial Least Squares Structural Equation Modeling
(PLS-SEM) using SmartPLS 4. Hamburg: SmartPLS GmbH.

Schaufeli, Wilmar B., Taris, Toon W., (2014). A critical review of the Job Demands-Resources Model
> Implications for Improving Work and Health. DOI 10.1007/978-94-007-5640-3_4.

Septiana, Ade Nuri., Haryanti, Rina Herlina. (2023). Glass Ceiling pada Pekerja Perempuan : Studi
Literatur. DOI: https://doi.org/10.23887/jish.v12i1.58384

Smith, Paul., (2012). Connections Between Women’s Glass Ceiling Beliefs, Explanatory Style,
Professional self-efficacy, Career Levels and Subjective Success. University of Wollongong.

Soleimani, M., Najafi, M., & Fallahi-Khoshknab, M. (2022). The mediating role of work engagement
in the relationship between job satisfaction and turnover intention among nurses. BMC Nursing,
21(1), 1-8. https://doi.org/10.1186/s12912-022-00860-7

Sugiyono (2016). Metode Penelitian Kuantitatif Kualitatif dan R&D. Bandung: ALFABETA

Tims, M., & Akkermans, J. (2020). Toward a conceptual model of career crafting. (diintegrasikan
melalui review Kim & Yoon).

United Nation Sustainable Development Goals. Diakses melalui
https://www.un.org/sustainabledevelopment

Van Wingerden, J., Derks, D., & Bakker, A. B. (2021). Facilitating work engagement through strengths
use: The role of job crafting and personal resources. Journal of Vocational Behavior, 131,
103640. https://doi.org/10.1016/j.jvb.2021.103640

Veriyanti, Uce.,Nurhayati, Mafizatun. (2022). The Role of Leader-Member Exchange in Moderating the
Influence of Competence, Innovative Behavior, and Career Development on Employee
Engagement. DOI: http://dx.doi.org/10.24018/ejbmr.2022.7.1.1260

Wijethunga, R.N., Ranasinghe, J.P.R.C., Harshani, G.H.V. (2023). Impact of Glass Ceiling Effect on
Women’s Career Success with the Mediating Role of Women Empowerment : Perspective from
Sri Lankan Hospitality Industry. Wayamba  Journal of Management.
https://doi.org/10.4038/wjm.v14i1.7595

World Economic Forum. (2021). Global Gender Gap Report 2021. Diakses melalui
https://www3.weforum.org/docs/WEF_GGGR_2021.pdf

Xanthopoulou, Despoina., Bakker, Arnold B., Demerouti, Evangelia., Schaufeli, Wilmar B. (2009).
Resiprocal relationships between job resources, personal resources, and work engagement.
d0i:10.1016/j.jvb.2008.11.003

Yani, Ni Wayan Merry Nirmala., Saputra, | Gusti Ngurah Widya Hadi. (2024). Sustainable Career of
Married Balinese Woman : The Effect of Career Adaptability and Work-Life Balance. Universitas
Pendidikan Nasional, Bali, Indonesia

Zhuge, Ying., Kaufman, Joyce., Simeone, Diane M., Chen, Herbert., Velazquez, Omaida C., (2011).
Is There Still a Glass Ceiling for Women in Academic Surgery?. DOI:
10.1097/SLA.0b013e3182111120

16


https://iajournals.org/articles/iajhrba_v4_i1_297_327.pdf
https://doi.org/10.23887/jish.v12i1.58384
https://www.un.org/sustainabledevelopment
http://dx.doi.org/10.24018/ejbmr.2022.7.1.1260
https://doi.org/10.4038/wjm.v14i1.7595
https://www3.weforum.org/docs/WEF_GGGR_2021.pdf

