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Abstract

The purpose of this study is to identify the relationship between career advancement and job performance among women, as
well as to examine the relationship of mediating education on both dependent and independent variables. The review of
literature indicates that the efforts of women involved in employment have continued to face challenges in career
advancement (work-life balance, family responsibilities, and fear of success) and job performance. These barriers can be
complex, including limitations on the effect of an education. A quantitative research design is conducted throughout a
questionnaire which is formulated from the primary data collection. A total of 40 female employees filled a questionnaire
given in Sabah. Meanwhile, the analysis method used was Smart-PLS version 4 structural equation modeling technique,
which is the regression and descriptive methods. The findings of this research believes women due have barriers on career
advancement which has affected their job performance, while education proven causes employee career advancement and they
believe it has achieved the standard of job performance within the organization. Therefore, this study contributes an important
insight into the challenges faced by women in Sabah, expanding the importance of education, and unlocking the potential of
women-led employment.

Keywords: career advancement, work-life balance, family responsibilities, fear of success, job performance, mediating education

1. Introduction

Career advancement is defined as an individual gaining promotion to a new level of position and income over
time (Martin et al., 2024; Ackah & Heaton, 2003). In simple context, it also known as a level of upgrades,
financial compensation and professional awards for potential employees to advance to a new position from their
current position (Malhotra & Sigh, 2016). As women involved in employment, some of them are unable to
improve their career (Karen, 2013) and they were very limited in career advancement because they faced violence
in male-dominated work (Noor et al., 2023). This circumstance has produced an oppressed group inclined
towards work and resulted in poor job performance (De Clercq et al., 2022). The purpose of this study is to
identify the preliminary survey of relationship between career advancement and job performance among women,
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as well as to examine the relationship of mediating education on both dependent and independent variables. This
study focuses on women respondents in various sectors within Sabah. Meanwhile, the demographic of the
respondents was also emphasized for their age, education level, ethnicity, monthly income, period of employment,
sector and district.

2. Literature Review

A review of the literature on barriers to career advancement for women employees has several key issues.
Work-life balance is a significant barrier to women’s career advancement, since women are demanding a work-
life balance in the working environment (Dina, 2021). Many of them are unable to gain a work-life balance due to
workload and role conflict (McLaren et al., 2019; Kholis, 2017; Murniati & Cecilia, 2012). These issues
worsened when married women faced work-life conflict, in which women had unmatched pressure on family
roles and individual work (Roehling et al., 2003). Women who were disposed of multiple roles such as parental
status, unwillingness to accept career breaks, and presenteeism culture caused them unfavorable career
advancement (Sildeman & Vennström, 2023; Francis V, 2017). Thus, the issues of work-life balance significantly
lessen job performance (Apthioman & Pramono, 2020).

Research has also shown that family responsibilities play a significant role in shaping women’s career
advancement. People's perspectives state that women hold homemakers or mothers responsible compared to men
as breadwinners, as well as women, are more engaged in child-rearing responsibilities (Junaimah & Vincci, 2018).
This high family commitment makes it harder to gain balance in work, and has reduced the time for careers
(Maheshwari et al.,2022; Maimunah & Mariana, 2008). Women were targeted as an oppressed group that is
inclined towards work resulting in poor job performance (De Clercq et al., 2022). Furthermore, fear of success is
the biggest obstacle to advancing careers among women. Fear of success is a psychological barrier owned by
women, which is an innate condition for mental pressure among women, and has weakened one’s belief that
influences one’s ability to complete goals and tasks due to past failures (Jiao et al., 2022; Oxford & Shearin,
1994). These fears toward success are the core that impacted career success, and these issues existed among
women that affected job performance (Khademi, 2023; Horner.,1968). Meanwhile, these studies also examine the
relationship of mediating education on career advancement and job performance. Previous studies have stated
that an education level and continuing learning lead to success in career advancement. An education can bring out
high-quality employees. Involvement in education has exposed employees to improving leadership skills,
knowledge, and job skills, and they can adapt to the working environment. Therefore, education is a key factor
for women in career advancement and job performance.

3. Methodology

This study emphasized a quantitative research design approach, in which the questionnaire is formulated from
the primary data collection. The items of the questionnaire were adapted from valid resources that are related to
career advancement, job performance, and education. All the items were assessed using the five-point Likert
Scale, which scales from one to five points. The questionnaires were conducted to gain a deeper understanding of
barriers that women face in advancing their career and job performance and to identify the best practices that
have been effective in addressing these issues. The questionnaires were conducted through the physical form of a
questionnaire, which approached respondents and also used the survey administration software, which is Google
Forms. Data collection through the purposive sampling and a total of 40 female respondents have filled the
questionnaire of this study. A conceptual framework is clarified as a territorial map explaining the researcher's
investigation's writing (Miles & Huberman, 1994). Based on Figure 3.1, the research framework of this study is
shown below :

Career Advancement
 Work Life Balance
 Family

Responsibilites
 Fear of Success

Job Performance
Mediator
Education
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Figure 3.1 Research Framework

4. Findings

The findings of this study’s data analysis were presented in Figure 4.1.1 till Figure 4.1.9. The demographics of
respondents included age, marital status, educational level, ethnicity, monthly income, district, employment, and
sector. These demographic data were analyzed through SPSS software version 27. Next, the data presented is the
structural model which has been analysed through SmartPLS version 4.

4.1. Figures

Figure 4.1.1 Age Figure 4.1.2Marital Status

Figure 4.1.3 Education Level Figure 4.1.4 Ethnicity
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Figure 4.1.5Monthly Income Figure 4.1.6 District

Figure 4.1.7 Employment

Figure 4.1.8 Sector

Figure 4.1.9 Structural Model
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5. Conclusions

The results of this research indicated that women in Sabah face several issues on advancing careers including
barriers to job performance. Women show significant relationships mediating education with career advancement
and job performance. The results of the questionnaires gathered from women indicate that they face different
barriers depending on their education level. For example, women who have a higher level of education overcome
the barriers of career advancement and result in a high level of job performance that achieved the standard of job
performance in organization. Therefore, this study provides valuable insights to women to expand their
knowledge, skills as well as experience through education which is able to enhance their career advancement and
job performance.
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