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Abstract— This study examined work engagement and career strategies that influence career advancement. Based on social 

cognitive career theory (SCCT), the study proposed that career strategies would mediate the relationship between work engagement 

and career advancement. Data were gathered through questionnaire survey of women engineers (n = 398) located in five states of 

Peninsular Malaysia. Regression results revealed that work engagement and career strategies were correlated with career 

advancement. Results also provided partial support for the mediating role of career strategies on the relationship between work 

engagement and subjective career advancement. The findings were discussed and implications were also put forward. 
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I.  INTRODUCTION  

There have been previous conceptual and empirical studies 

conducted to explore the potential factors influencing career 

advancement (CA). Mixed results were found, as the research 

studies were conducted in different environmental contexts 

and sample populations. Moreover, there is a lack of empirical 

studies based on work engagement (WE) and career strategy 

(CS) to predict career advancement. Similarly, the studies 

examining the moderating role of career strategy on the 

relationship between work engagement and career 

advancement are still limited. Hence, this study aims to 

examine the influences of work engagement towards career 

advancement, and the moderating role of career strategy on 

the relationships between the work engagement and career 

advancement among Malaysian women engineers. The 

findings on the moderation effect of career strategy will enable 

the human resources (HR) practitioner to design an effective 

human resource development (HRD) intervention to suit the 

needs of employees. Special attentions and customized HRD 

facilities can be implemented to assist employees to achieve 

career advancement. 

II. LITERATURE REVIEW 

A. Career Advancement  

The former refers career advancement to the status or what 

an employee achieves as a result of the activities to improve 

one’s career, whereas the latter refers to the process 

undertaken by the organization and the employee to improve 

the employee’s performance and job position over a specified 

period [1].  

Consequently, CA can be both objective (employer-

controlled and judged) and subjective (controlled and judged 

by the individual). This is potentially significant for how 

individuals may still see their career as progressing even 

though, in objective terms, further development has ceased 

[2]. According to [3], extrinsic CA (objective CA) comprises 

several visible outcomes such as pay, promotion and 

ascendancy; whereas intrinsic CA (subjective CA) comprises 

several invisible outcomes such as career satisfaction, life 

satisfaction and job satisfaction. Many career researchers 

argue that the predictors of objective career success differ 

from the predictors of subjective career success therefore it is 

important to assess both aspects of career success [4]. In this 

study, the researcher will examine the meaning of CA in the 

both term of objective and subjective career measurement.  

B. Work Engagement 

Work engagement can be defined as a perception that leads 

continuous improvement, flexibility, and change at the 

empathy of what it means [5]. While, according to [6], work 

engagement also can be defining as an extent to which an 

individual feels engaged, satisfied, and enthusiastic about his 
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or her job. Hence, [7] expalained work engagement also can 

refer to affirmative and fulfilling work related mental state, 

expressed by vigour, dedication, and absorption. Among these 

three dimensions, vigour consists of high levels of energy, 

mental resilience while working, and persistence when facing 

difficulties. That is, employees working in a resourceful 

environment feel vigorous, are enthusiastic, and are absorbed 

by their work [8][9]. 

C. Career Strategy 

In general, career strategy is a tactic that can be used by 

employees to help them attain their career objectives and it is 

based on the expectation that it will provide them with the 

greatest opportunity of attaining personal and professional 

career success [10]. These actions may include interpersonal 

attraction, self-nomination and seeking social support as 

briefly discussed in Table I. 

 
TABLE I.  DEFINITIONS OF CAREER STRATEGY DIMENSIONS 

 

Dimension Definition 

Self-
nomination 

The willingness to inform superiors of accomplishments, 
aspirations, and desired assignment. 

Engaging in 

organizational 
politics 

Diverse activities as agreeing with or flattering one’s 
supervisor, advocating company practices, not 

complaining about rules or regulations, and forming 

alliances or coalitions with other in the organization. 

Seeking 
social support 

Looking for instrumental, emotional or informational 

assistance from others within a social network which can 

convey feelings of love, sympathy, understanding, 
acceptance and esteem; and information or guidance 

support can help reappraise a stressful situation to be less 

threatening. 

Extended 
work 

involvement 

Working beyond normal hours in one’s current job and 
can signify to the organization that one is committed to 

the job and capable of taking on large volumes of work.  
 

Source: Data derived from [11], [12] and [13]. 

 

D. Work Engagement and Career Advancement 

Recently, work engagement has also been positively 

related to having a promotion focus [14] meaning that work 

engaged employees are sensitive to the absence or presence of 

positive outcomes. Several studies also have indicated that 

work engagement is associated with various positive outcomes 

for both organizations and employees. For example, engaged 

employees have been shown to be more satisfied with their job 

[14] [15]. Studies conducted by [16] on the effect of work 

intensity and work hours on engagement, work outcomes (job 

satisfaction, career satisfaction, job stress, and intent to quit), 

and psychological well-being. The results suggest that work 

intensity per hour does not significantly influence work-career 

satisfaction, yet it does play a statistically significant role in 

predicting engagement. 

E. Career Stratetgy and Career Advancement 

Career-based networking behaviours particularly 

maintaining contacts and engaging in professional activities, 

were found to be positively related to promotability [17]. Past 

research has found that significant numbers of employees 

make the investment in image building because of the 

perceived high value to CA [18] [19]. According to [18], 

females exhibiting strong masculinity traits are likely to be 

more determined to succeed than females with weak 

masculinity traits and are also likely to feel more comfortable 

in male-dominated organisational cultures. 

F. Career Strategy as a Possible Moderator 

Career strategy also been used as a moderator in the study 

conducted by [20] in which partial least squares structural 

equation modelling was employed to examine the influences 

of individual related factor and the moderating role of career 

strategy on protean career. The result found that there are 

significant moderating effects of career strategy on the 

relationship between goal orientation and protean career 

among professional employees. Similarly, this study believe 

that the same degree of the work engagement will have 

different effects on career advancement, depending on 

whether the level of usage of career strategy is high or low 

[21]. 

G. Research Framework 

Figure 1 proposes the research framework which consists 

of independent variable (work engagement), mediating 

variable (career strategy) and dependent variable (career 

advancement). There is direct relationship between (1) work 

engagement and career advancement; and (2) career strategy 

and career advancement. This research framework also 

proposes that work engagement also influences career 

advancement via career strategy. 

 

 

 

 

 

Fig. 1. Research Framework 

III. METHODOLOGY 

A. Respondents 

The sample of this study consisted of 398 Malaysian 

women engineers located at 5 states of Peninsular Malaysia. 

The majority of the respondents in the sample, that is 220 

respondents were ages between 31-40, 148 represents 21-30, 

while 30 for 41-50.  Concerning marital status of the 

respondents, 159 account for unmarried, 220 accounts for 

married, and 4 are divorced. For highest education 

qualification, bachelor’s degree for 392, while master for 6 
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with majority (86.4%) of them had their highest education 

qualification from local institution and others from outside 

Malaysia. In terms of respondents’ job title, all of them are 

holding Engr. title. Other than that, based on the information 

on respondents’ age and marital status, it can be concluded 

that the respondents involved in this study are mostly women 

engineers who have matured in making decision and direction 

of their career path. This is because the majority of their age 

are between 31-40 years old and most of them are married and 

have ever married.    

B. Measurements  

3-item of objective career advancement were developed by 

researchers of this study themselves. While, 5-item regarding 

subjective career advancement were adapted from [22]. These 

items were widely used in previous empirical studies with the 

consistent reliability result of 0.88. Besides, work engagement 

was assessed with a 9-item adapted from [23]. This 

measurement has demonstrated an internal consistency 

reliability of 0.95. Meanwhile, 25-item was adapted from [12] 

to measure career strategies with 0.80 of its an internal 

consistency reliability. All the study variable scales (work 

engagement, career strategy and career advancement) were 

measured on a five-point scale which ranged from strongly 

disagree (1) to strongly agree (5). 

C. Data analysis 

The results of the data that was analysed using PLS 

software. This start with the initial screening and preliminary 

analysis discussion. The descriptive statistics results study is 

presented in two components. In first component, the 

measurement model was assessed with a view to determining 

the individual item reliability, internal consistency reliability, 

convergent validity and discriminant validity.  In second 

components, structural model results were reported which 

included significant of path coefficients, level of R2 value, and 

effect size. Lastly, PLS-SEM complementary results analysis, 

which examines the moderating effects on structural model, 

were presented.  

IV. RESULTS  

A. Result on the relationships 

Table II summarizes the results of relationships. The 

results indicated that work engagement is related to objective 

CA (β= .042, t= 1.685, p≤ .05), and subjective CA (β= .063, t= 

3.828, p≤ .05). Meanwhile, another results indicated that 

career strategy is not related to objective CA (β= -.131, t= 

1.004, p≥ .05). However, career strategy is found related to 

subjective CA (β= .497, t= 1.691, p≤ .05).  

The outcome of the analysis also revealed that career 

strategy is not moderating relationship between work 

engagement and objective CA (β= .084, t= 1.043, p≥ .05). 

While, the result found career strategy is moderating the 

relationship between work engagement and subjective CA (β= 

.188, t= 2.242, p≤ .05).  

TABLE II.  RESULTS ON RELATIONSHIPS 

Relationship Beta 

Value 

Std. 

Error 

T 

Value 

P 

value 

WE -> OCA .042 .061 1.685 .047 

WE -> SCA .063 .016 3.828 .000 

CS -> OCA -.131 .130 1.004 .158 

CS -> SCA .497 .065 1.691 .000 

WE*CS -> OCA .084 .081 1.043 .150 

WE*CS -> SCA 0.188 .084 2.242 .013 

 

B. Effect size 

The effect sizes (f2) of endogenous variables by [24] 

recommendation is 0.02, 0.15, and 0.35 respectively which 

represent small, medium, and large effects on the exogenous 

variable.  Therefore, the effect size was expressed using the 

formula below: 

 

f 2 = R2 included – R2 excluded 

      1 – R2 included 

 

f 2 = R2 model with moderator – R2 model without moderator 

1 – R2 model with moderator 

 

As shown in the Table III, the effect sizes for the 

perceived work engagement and career strategy on objective 

CA, were 0.027, and 0.008 respectively. Hence, in line with 

[24] guideline, the effect sizes of these seventy-nine latent 

variables can be considered as small and none respectively. 

Also, Table III indicate the effect sizes for the perceived work 

engagement, and career strategy on subjective CA were 0.134, 

and 0.213 respectively. Following [24] guideline, the effect 

sizes of these eight latent variables can be considered as 

medium, medium, small, small, medium, medium, medium, 

small, and medium respectively.  

TABLE III.  EFFECT SIZE ON THE RELATIONSHIPS 

Endogenous 

Variable 

Exogenous 

Variable 

R2 

Included 

R2 

excluded 
f2 

Effect 

size 

Objective 

CA 

WE 0.248 0.228 0.027 Small 

CS 0.248 0.242 0.008 None 

WE*CS 0.248 0.246 0.002 None 

Subjective 
CA 

WE 0.506 0.440 0.134 Small 

CS 0.506 0.401 0.213 Medium 

WE*CS 0.506 0.398 0.219 Medium 

 

C. Analysis the role of moderator 

 Figure 2 indicates that the relationship between work 

engagement and objective CA. Relationship was positive 

when career strategy was high, however al low career strategy, 

the relationship remains positive but not significant. Simple 

slop analysis revealed that at high level of career strategy, the 

relationship between work engagement and objective CA is 
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positive but insignificant, whereas the association also 

becomes insignificant when career strategy is low.  

 

Fig. 2. Moderating Effect of Career Strategy on the Relationship between 

Work Engagement and Objective Career Advancement 

The path coefficients in the structural model was also in 

plotting the moderating effect of career strategy on the 

relationship between work engagement and subjective CA. 

Figure 3 clearly indicated that subjective CA adoption through 

work engagement becomes stronger for women engineers with 

career strategy than for those that are without career strategy. 

As can be seen in Figure 3, the line labelled career strategy has 

a steeper gradient compared to low career strategy indicating 

that the positive relationship is stronger when the career 

strategy is high. 

 

Fig. 3. Moderating Effect of Career Strategy on the Relationship between 

Work Engagement and Subjective Career Advancement 

V. DISCUSSION AND RECOMMENDATIONS 

A. Discussion  

The results from this empirical study supported the 

conceptual framework with positive relationships in nearly all 

of the proposed variables, which could give out reasonable 

and valuable explanation on what conditions would be able to 

keep the Malaysian women engineers to advance in their 

career. Even though there is a lack of previous research on the 

field, the findings from this study are still be supported by 

some reliable sources.  

First, the statistical findings showed that three out of four 

relationship have direct effects on career advancement. The 

finding is consistent with the study conducted by Van Beek et 

al. (2014) who found that work engagement has been 

positively related to having a promotion focus (objective CA). 

Also, [25] study concluded that work engagement is an 

antecedent to career satisfaction (subjective CA). Other than 

that, the finding is also consistent with the study conducted by 

[26]. Their study offers an elaboration on the interrelatedness 

of career tactics and presents a typology based upon the 

ranking, bundling and utilization of selected tactics by 

organization leaders.  

Expectedly, the PLS-SEM result found that career strategy 

moderated the relationship between work engagement and 

subjective CA. The foregoing is consistent with the earlier 

study conducted by [20] in which they examine the effects of 

individual related variables and the moderating role of career 

strategy on protean career among professionals in Malaysian 

Electrical & Electronics (E&E) industry. 

In the earlier explanation, career strategy is proposed as 

moderator because although there have been numerous studies 

which found that work engagement had significant 

relationships with career advancement, however, it was not a 

constant finding as there were still significant inconsistent 

studies of the relationship between these two variables [16]. 

However, in this study, its proved that career strategy played 

its role as moderator in the relationship between work 

engagement and subjective career advancement.  

These results support the proposition of SCCT which 

suggests that good behaviour such as work engagement would 

affect individuals’ cognitions and motivations towards their 

desire to achieve career advancement objectively and 

subjectively. For instance, the good working behavior could 

shape employees with excellent human relation skills that are 

important to develop favorable relationship within and outside 

the organization. Such relationships are important for 

employees because it could provide them with several 

advantages including easier entry into the orgnizational and 

personal social structure for getting access to extra resources, 

supports and information from relevant individuals within and 

outside the orgnisation. These advantages could result in 

significant enhancement of performance that could 

consequently affect employees’ career advancement. 

B. Recommendations 

HRD practitioners should facilitate and support their 

women engineers to take relevant career strategies in 

managing their career. Appropriate HR policies are designed 

to develop performance coaching guidelines to all their 

women engineers in order to make sure that they have strategy 

foundation, building self-brand, being centred, and seizing 

opportunity in order to achieve CA. For instance, HRD 

support programmes are designed to encourage their women 

engineers to work actively to develop the social network of 

relationships as a way to gain valuable information about an 

organization or a job opening that otherwise might not be 

readily available. Building and then tapping into such 
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interpersonal relationships can achieve positive career 

outcome and subsequently, the fulfilment of career goals. 

VI. CONCLUSION 

 The results from this study illustrated that even though 

not all variables have direct or indirect effects on the 

dependent ones, the factors are still able to predict the level of 

career advancement and engagement that they have towards 

their job with high accuracy. 
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