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Abstract 
 

Women’s career advancement in the public sector is often discussed through the lens of 

representation, meritocracy, and leadership opportunity. However, less attention has been given to 

how female employees themselves evaluate career development within the everyday realities of work-

life balance, organizational support, family responsibilities, and mobility requirements. This study 

examines how work-life balance and perceived organizational support shape career aspirations 

among female public sector employees in Indonesia. Using a literature-based qualitative design, the 

study integrates insights from public administration, human resource management, organizational 

behavior, and gender studies. It is supported by exploratory survey data from 1,300 female employees 

in an anonymized Indonesian public sector organization and publicly available secondary data. The 

survey shows that 565 respondents, or 43.5%, expressed interest in career development, while 735 

respondents, or 56.5%, did not currently express such interest. Thematic coding of 563 usable open-

ended responses further identifies key expected supports, including career and competency 

development, family-sensitive placement and mobility policy, childcare and family support, 

supervisor support and mentoring, adequate facilities, flexible work arrangements, fairness, and 

wellbeing support. The findings suggest that women’s career aspiration is not absent, but 

conditional, contextual, and ecosystem-dependent. Career advancement is evaluated not only as an 

individual achievement, but also as a decision shaped by organizational risks, family compatibility, 

supervisory support, and perceived fairness. This study contributes by integrating literature-based 

analysis with exploratory empirical evidence and argues that public sector organizations should 

move beyond formal equality toward a gender-responsive work ecosystem that enables sustainable 

career participation and advancement for female employees. 

 

Keywords: work-life balance, organizational support, career aspiration, female employees, public 

sector, gender-responsive work ecosystem. 
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INTRODUCTION 
A gender-responsive work ecosystem refers to an organizational environment that recognizes the different 

experiences, needs, constraints, and aspirations of employees across gender groups and translates such 

recognition into inclusive policies, supportive leadership practices, fair career systems, and enabling workplace 

cultures. In public sector organizations, this concept is particularly important because the state is not only an 

employer but also a model of institutional fairness, meritocracy, and public accountability. A gender-responsive 

work ecosystem is therefore not merely a matter of welfare or representation; it is closely related to 

organizational effectiveness, talent sustainability, and the ability of public institutions to retain and develop 

diverse human capital. When the workplace ecosystem fails to accommodate the realities faced by female 

employees, especially those related to family responsibilities, mobility, relational support, and career 

uncertainty, organizations may experience lower motivation, reduced participation in leadership pipelines, and 

a weaker sense of organizational belonging (McKinsey, 2026). 

Women’s participation in the public sector has increased in many countries, including in administrative, 

professional, and technical roles. The public sector is often perceived as a relatively stable and rule-based 

employment setting, offering formal career paths, standardized personnel management, and clearer protection 

compared to informal or private employment sectors (Datta & Kotikula, 2016). However, formal equality in 

employment rules does not always result in substantive equality in career experience. Female public sector 

employees may still encounter structural and relational barriers, such as gendered expectations around 

caregiving, limited access to mentoring, unequal exposure to strategic assignments, mobility constraints, and 

organizational cultures that implicitly reward constant availability (Stamarski & Son Hing, 2015). These 

conditions may shape not only women’s career progression but also their comfort, confidence, and willingness 

to pursue higher responsibilities. 

The issue becomes more complex in geographically dispersed public sector offices, including vertical or 

regional offices that operate across different territorial, administrative, and socio-cultural contexts. Compared 

with headquarters-based work arrangements, geographically dispersed offices may involve more varied 

working conditions, different levels of access to decision-makers, uneven availability of developmental 

opportunities, and stronger dependence on local managerial practices. For female employees, these conditions 

may intersect with family responsibilities, mobility considerations, safety concerns, and the availability of 

social support systems. Therefore, career aspiration in the public sector cannot be understood merely as an 

individual preference or ambition. It is shaped by how employees experience the broader work ecosystem in 

which they are placed, supported, evaluated, and developed. 

Work-life balance is one of the central constructs in understanding this issue. It refers to the extent to which 

employees are able to manage work and non-work responsibilities without persistent conflict, exhaustion, or 

psychological strain. In the public sector, work-life balance is not only influenced by workload but also by 

formal policies, supervisor support, flexibility, leave arrangements, family-friendly culture, and the 

predictability of work demands. Feeney & Stritch (2019) show that family-friendly policies and organizational 

culture matter for work-life balance in the public sector, although their effects may differ by gender. Similarly, 

Yang and Islam (2021) find that job stress and role conflict negatively affect civil servants’ work-life balance, 

while workplace support and family-supportive policies help improve it. Recent studies also indicate that 

family-friendly policies can enhance wellbeing through work-life balance and organizational commitment (Ko, 

2024), while employee involvement may not always produce positive outcomes if it undermines employees’ 

ability to maintain balance (Palumbo, 2024). 

Perceived organizational support is equally important. It refers to employees’ perception that the 

organization values their contribution and cares about their wellbeing. In public organizations, this support can 

appear through supervisor support, mentoring, fair personnel systems, learning opportunities, family-friendly 

policies, and supportive manager-employee relationships. Jin & McDonald (2017) demonstrate that supervisor 

support influences employee engagement directly and indirectly through perceived organizational support, 

while learning opportunities strengthen the relationship between support and perceived organizational support. 

Bao & Zhong (2019) further show that perceived organizational support can buffer the negative effects of stress 

and emotional exhaustion among public sector employees. Support is also relational and gendered: Hatmaker 

& Hassan (2023) find that women may perceive different levels of managerial support depending on gender 

congruence and relationship quality with managers. These findings suggest that organizational support is not a 

single policy instrument, but a multilevel resource that shapes employees’ psychological security, motivation, 

and career-related behavior. 

Career aspiration among female public sector employees is a multidimensional concept. It includes the 

desire for promotion, readiness to accept broader responsibilities, willingness to participate in leadership 

development, confidence in navigating career systems, and perceived compatibility between career 
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advancement and personal life. Studies on gendered ambition in public administration show that women’s 

advancement is influenced not only by qualification and experience but also by ambition, certification, and 

organizational pathways (Maranto et al., 2019). Choi (2019) emphasizes the importance of social capital, 

supervisor support, mentoring, and networks in women’s career advancement. Bishu et al. (2023), using the 

Kaleidoscope Career Model, show that women public managers’ career needs are shaped by balance, 

authenticity, and challenge, with balance emerging as a highly salient issue across generations. In Indonesia, 

McLaren et al. (2023) highlight that women’s civil service leadership progression is shaped by family support, 

interpersonal relationships, education, aspirations, and socio-organizational constraints. These studies indicate 

that women’s career aspirations are formed through the interaction between personal motivation, relational 

support, and organizational conditions. 

The state of the art shows that the literature has moved beyond a narrow assumption that women’s career 

development is determined only by individual ambition or formal equality. Recent research increasingly 

recognizes that women’s public sector careers are shaped by a layered ecology of formal support, informal 

support, organizational culture, mentoring, gendered expectations, and career-stage dynamics. D’Agostino et 

al. (2022) show that second-generation gender bias may be embedded in organizational narratives, practices, 

and policies, thereby shaping women’s career progression in subtle but consequential ways. Finkel et al. (2023) 

find that leadership training can help reduce gender gaps in public management advancement. Kim et al. (2026) 

further demonstrate that women’s career goals may shift dynamically after promotion or non-promotion, 

indicating that career aspiration is not static but responsive to organizational experiences. Meanwhile, (Ali et 

al., 2025) conclude that work-life balance remains closely linked to women’s career motivation, although the 

field remains context-fragmented and under-theorized. 

Despite these developments, an important research gap remains, figure 1. Existing studies often examine 

work-life balance, organizational support, and women’s career aspirations in separate streams. The work-life 

balance literature frequently focuses on wellbeing, stress, engagement, or organizational commitment, while 

the organizational support literature tends to examine engagement, exhaustion, or retention. At the same time, 

studies on women’s careers often focus on ambition, leadership progression, promotion, or barriers to 

advancement. Few studies integrate these three constructs into one framework that explains how work-life 

balance and organizational support jointly shape female public sector employees’ career aspirations, 

particularly in the context of geographically dispersed public sector offices. This integration gap limits the 

ability of public sector organizations to understand why competent female employees may remain hesitant, 

selective, or ambivalent in pursuing career advancement. 

 
Figure 1. Research Gap in the Existing Literature 

 

The novelty of this study lies in its integrative and contextual perspective. Rather than treating career 

aspiration as a purely individual psychological attribute, this article conceptualizes it as an outcome shaped by 

the interaction between work-life balance, perceived organizational support, and gendered organizational 

context. In particular, this study focuses on female public sector employees in Indonesia, where public 

organizations operate through geographically dispersed offices across diverse regional, administrative, and 

socio-cultural settings. This context is important because women’s career aspirations in the public sector may 

be influenced not only by formal personnel systems, but also by mobility requirements, family responsibilities, 

local workplace cultures, supervisory support, and access to developmental opportunities. 
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This study aims to examine how work-life balance and organizational support contribute to female public 

sector employees’ career aspirations in Indonesia and to identify the managerial implications for building a 

more gender-responsive work ecosystem. This study contributes by integrating literature-based analysis with 

exploratory survey evidence from an anonymized Indonesian public sector organization, highlighting how 

female employees’ career aspirations are shaped by work-life balance, organizational support, and mobility-

related career considerations. The expected contribution is both theoretical and practical. Theoretically, this 

article bridges adjacent literatures on work-life balance, organizational support, and women’s career 

development in public administration by situating the discussion within the Indonesian public sector context. 

Practically, it provides insights for public sector leaders and human resource managers in designing more 

supportive policies, leadership practices, mentoring systems, and career development pathways that respond to 

the realities faced by female employees, particularly those working in geographically dispersed public sector 

offices. 

The remainder of this article is structured as follows. The Methods section explains the literature-based 

research design, exploratory survey evidence, and the use of secondary data as contextual support. The Results 

and Discussion section synthesizes the literature and survey findings on work-life balance, organizational 

support, and female career aspirations, followed by an integrated discussion on gender-responsive work 

ecosystems in Indonesian public sector organizations. The Conclusion section presents the main arguments, 

implications, limitations, and suggestions for future research. 

 

METHODS  
This study uses a literature-based qualitative design supported by exploratory survey data and secondary 

data analysis. This approach was chosen to integrate existing studies on work-life balance, organizational 

support, and career aspirations among female public sector employees, while also providing contextual insight 

from the Indonesian public sector. 

The literature was collected from peer-reviewed journal articles in public administration, public 

management, human resource management, gender studies, and organizational behavior. The review focused 

on studies discussing work-life balance, perceived organizational support, supervisor support, family-friendly 

policies, mentoring, women’s career aspirations, career advancement, leadership progression, and gendered 

organizational context. Priority was given to studies published within the last ten years, while older sources 

were used only when they provided foundational concepts. 

The literature was selected based on four criteria. First, the study had to discuss at least one of the main 

constructs: work-life balance, organizational support, or women’s career aspirations. Second, it had to be 

relevant to public sector organizations or women’s career development. Third, it had to provide a theoretical, 

empirical, or conceptual contribution to the topic. Fourth, it had to be published in a reputable academic outlet. 

Studies were excluded if they focused only on private sector contexts without clear relevance to public 

organizations or did not address gender, career, or organizational support issues. 

To complement the literature review, this study uses anonymized exploratory survey data collected from 

female employees in an Indonesian public sector organization. The use of the survey data was authorized by 

the relevant internal data owner, and the organization is not identified in this article to protect institutional 

confidentiality. The survey was conducted to capture female employees’ career development aspirations and 

the organizational support systems expected to facilitate their career growth. A total of 1,300 female employees 

participated in the survey, representing 56% of the female workforce in the organization. 

The survey data are reported only in aggregate form. No personally identifiable information, individual-

level attribution, office location, or specific organizational unit is presented. The survey contained closed-ended 

and open-ended items related to career preferences, reasons for interest or lack of interest in career 

advancement, demographic characteristics, and expected organizational support systems. The open-ended 

responses were analyzed using thematic coding to identify recurring patterns related to career aspirations, work-

life balance, family responsibilities, placement and mobility, career development, supervisor support, 

workplace facilities, and inclusive work culture. The survey findings are used as exploratory empirical evidence 

to enrich the literature-based analysis, not as statistically generalizable findings for all female public sector 

employees in Indonesia. 

This study also uses publicly available secondary data to provide broader context on gender equality, 

women’s employment, public sector workforce composition, and women’s representation in managerial or 

leadership positions. The data were drawn from official statistics and institutional reports, including national 

statistical agencies, civil service statistics, and reports from international organizations such as the World Bank, 

OECD, UN Women, ILO, and World Economic Forum. These data were used descriptively through tables or 

figures to strengthen the contextual background of the study. 
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The analysis was conducted through thematic synthesis. The literature, survey themes, and secondary data 

were organized into three main analytical categories: work-life balance in public sector employment, 

organizational support as a multilevel resource, and women’s career aspirations and advancement in public 

organizations. These categories were then synthesized to develop an integrative framework explaining how 

work-life balance and perceived organizational support may shape female public sector employees’ career 

aspirations in the Indonesian public sector context. 

This study has several limitations. First, the narrative literature review does not claim to cover all studies 

on the topic. Second, the survey data come from one anonymized public sector organization and therefore 

cannot be generalized to all female public sector employees in Indonesia. Third, the exploratory survey data 

provide contextual insights but do not allow causal testing. Fourth, the use of anonymized organizational data 

limits the level of institutional detail that can be discussed. Nevertheless, this approach is suitable for developing 

a contextual and integrative understanding of female employees’ career aspirations and for identifying 

managerial implications for a more gender-responsive work ecosystem. 

 

RESULTS AND DISCUSSION 

Result  
The survey involved 1,300 female employees from an anonymized Indonesian public sector organization, 

representing 56% of the female workforce in the organization. The findings show a divided but analytically 

meaningful pattern of career aspiration. A total of 565 respondents, or 43.5%, expressed interest in developing 

their careers, while 735 respondents, or 56.5%, did not express interest in career advancement at the time of the 

survey. This finding should not be interpreted simplistically as evidence of low ambition among female 

employees. Rather, it suggests that women’s career aspiration in the public sector is conditional and shaped by 

the perceived costs, risks, and support structures associated with career advancement. 

Figure 2 presents the distribution of respondents’ interest in career development. The figure shows that 

the majority of respondents did not currently express interest in career advancement. However, this descriptive 

pattern should be understood carefully. The issue is not merely whether female employees aspire to advance, 

but under what organizational conditions they are willing and able to sustain such aspiration. 

 

Figure 2. Female Employees’ Interest in Career Development 

The first important result is that career aspiration among female employees is not absent, but selective. 

The 43.5% of respondents who expressed interest in career development indicate that many female employees 

remain motivated to grow professionally, contribute more broadly, and pursue formal career pathways. 

However, the 56.5% who did not express current interest suggest that career advancement is not perceived as a 

neutral or purely individual decision. For many women, the decision to pursue career development appears to 

be filtered through considerations related to family responsibilities, placement risks, work-life balance, 

readiness, health, and the availability of organizational support. 

The survey also indicates that the main reasons for limited interest in career advancement are not 

necessarily related to lack of competence or lack of commitment to the organization. Instead, several recurring 

considerations appear in the responses: family and childcare responsibilities, risk of placement far from 

homebase, approaching retirement age, perceived lack of readiness in competency or leadership, and concerns 
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related to work-life balance or mental health. These findings show that the meaning of career aspiration among 

female public sector employees is closely linked to the broader work ecosystem in which career decisions are 

made. 

The open-ended responses further reveal the forms of organizational support expected by female 

employees. For the support-system item, 563 usable open-ended responses were coded thematically. The coding 

was non-exclusive, meaning that one response could contain more than one theme. Therefore, the percentages 

in Table 1 do not add up to 100%. 

Table 1 shows that the most frequently identified theme is career and competency development, followed 

closely by placement and mobility policy, and childcare and family support. This pattern is important because 

it shows that female employees do not merely ask for general encouragement to pursue career advancement. 

They expect concrete organizational conditions that make career development more feasible. The high 

frequency of career development themes indicates that many respondents still value professional growth. At the 

same time, the similarly high frequency of placement, mobility, childcare, and family support themes suggests 

that career aspiration is closely tied to whether career advancement can be reconciled with family 

responsibilities and mobility requirements. 

The findings also show that organizational support is expected at multiple levels. At the structural level, 

respondents emphasized career pathways, placement policy, flexible work arrangements, and facilities. At the 

relational level, they emphasized supervisor support, mentoring, role models, and supportive workplace culture. 

At the normative level, they emphasized fairness, transparency, anti-bias, and inclusion. This multi-level pattern 

suggests that female employees’ career aspirations are shaped not only by formal career systems, but also by 

the broader organizational environment in which those systems are implemented. 

 
Table 1. Expected Organizational Support for Female Employees’ Career Development 

 

No. Thematic category Count % of usable 

responses 

Main interpretation 

1 Career and 

competency 

development 

295 52.4% Respondents expected clearer career pathways, competency 

development, training, certification, coaching, mentoring, and 

preparation for structural or functional career advancement. 

2 Placement and 

mobility policy 

284 50.4% Respondents emphasized the importance of more predictable, 

transparent, and family-sensitive placement or mobility 

arrangements, especially in relation to homebase and family 

location. 

3 Childcare and family 

support 

278 49.4% Respondents expected organizational support for childcare and 

family responsibilities, including daycare, lactation facilities, 

family-friendly workplace arrangements, and support for 

employees with young children. 

4 Supervisor, 

mentoring, and 

supportive culture 

232 41.2% Respondents highlighted the need for supportive supervisors, 

mentoring, coaching, role models, inclusive culture, and 

empathetic workplace relationships. 

5 Office facilities, 

housing, and safety 

176 31.3% Respondents expected facilities that support women’s comfort, 

safety, parenting roles, and workplace productivity, including 

office facilities, housing-related support, and safe working 

environments. 

6 Flexible work and 

leave arrangements 

163 29.0% Respondents expected flexible work arrangements, leave 

flexibility, and more adaptive working schedules, especially 

during periods of family or caregiving needs. 

7 Fairness, 

transparency, and 

anti-bias 

127 22.6% Respondents emphasized transparent, merit-based, and gender-

fair career systems, including equal opportunity and protection 

from bias or discriminatory assumptions. 

8 Physical and mental 

wellbeing support 

64 11.4% Respondents expected support for physical and mental wellbeing, 

including counseling, stress management, health support, and 

psychological safety. 

Source: Authors’ analysis based on anonymized survey data from an Indonesian public sector organization.  
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Note. Non-exclusive thematic coding of 563 usable open-ended responses. A single response may contain more 

than one theme. 

 
Taken together, the survey findings indicate that female employees’ career aspirations are shaped by an 

interaction between individual motivation and organizational conditions. Career development is not rejected as 

a concept, but many respondents appear to evaluate whether career advancement is compatible with family 

responsibilities, mobility requirements, organizational fairness, supervisor support, and personal wellbeing. 

Thus, the central empirical finding of this study is that female employees’ career aspiration in the Indonesian 

public sector is conditional, contextual, and ecosystem-dependent. 

Discussion 
Female Employees and the Public Sector Work Ecosystem 

The survey findings suggest that career aspiration among female public sector employees is embedded in 

a work ecosystem rather than located solely in individual motivation. A work ecosystem includes formal career 

systems, leadership practices, mobility requirements, workplace culture, supervisor behavior, family support, 

facilities, and broader socio-cultural expectations. In the public sector, these elements are especially important 

because career pathways are usually governed by formal rules, hierarchical structures, standardized personnel 

systems, and placement or rotation mechanisms. However, the existence of formal rules does not automatically 

ensure equal career experience for all employees. 

This finding is consistent with studies on women’s leadership and career progression in the Indonesian 

civil service. McLaren et al. (2023) show that women’s advancement in Indonesian public service leadership is 

shaped by a combination of institutional barriers, socio-cultural expectations, and gendered assumptions about 

leadership and family roles. McLaren et al. (2023) further demonstrate that Indonesian women’s civil service 

leadership is influenced by family support, interpersonal relationships, education, aspirations, and 

organizational constraints. These studies support the interpretation that women’s career progression in the 

public sector is not determined only by merit or individual ambition, but also by relational, structural, and 

cultural conditions. 

The survey reinforces this argument by showing that many female employees evaluate career advancement 

through the lens of placement risk, family responsibilities, and organizational support. This is particularly 

relevant in geographically dispersed public sector organizations, where employees may be assigned across 

different regions and office contexts. In such organizations, career advancement may be associated with 

mobility, relocation, separation from family, or adaptation to unfamiliar workplace environments. Therefore, 

female employees may become hesitant not because they lack aspiration, but because the expected cost of 

advancement is perceived to be high. 

The prominence of placement and mobility policy in Table 1 strengthens this point. Placement and mobility 

appeared in 284 usable responses, or 50.4% of the coded responses. This indicates that mobility is not a 

peripheral issue, but a central part of the career calculus for female employees. For organizations with vertical 

or geographically dispersed offices, mobility can be interpreted as both an opportunity and a risk. It may open 

access to career experience and leadership assignments, but it may also create family separation, childcare 

disruption, and psychological strain. 

The public sector work ecosystem also affects access to career information and development opportunities. 

Studies on women’s advancement in public administration emphasize the role of mentoring, networks, and 

access to strategic assignments in shaping career outcomes. Choi (2019) finds that social capital, mentoring, 

supervisor support, and important contacts matter for women’s career success in public management. Studies 

on gendered organizational practices also suggest that women’s career progression may be shaped by informal 

expectations, implicit norms, and unequal access to strategic developmental opportunities. These findings 

indicate that formal equality in career systems may be insufficient if informal access to support, networks, and 

development opportunities remains unequal. 

The managerial implication is that public sector organizations should assess women’s career development 

not only through promotion statistics, but also through the quality of the work ecosystem that enables or 

discourages aspiration. Human resource managers should identify whether female employees have equal access 

to mentoring, developmental assignments, leadership preparation, career information, and supervisor support. 

In geographically dispersed organizations, placement and rotation systems should also be made more 

transparent and predictable. When mobility is required, organizations should communicate the rationale, 

criteria, timing, and support mechanisms clearly so that career advancement does not appear as an 

uncontrollable risk. 

Work-Life Balance and Career Continuity 
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The survey’s 56.5% “not currently interested” group is best understood through the concept of career 

continuity, not career withdrawal. Career continuity refers to the ability of employees to remain professionally 

engaged and development-oriented across different life stages, including periods of caregiving, family 

transition, health pressure, or mobility constraint. From this perspective, female employees’ lower current 

interest in career advancement does not necessarily indicate permanent disengagement. It may indicate that 

career aspiration is temporarily moderated by work-life balance considerations. 

Work-family conflict theory provides a useful explanation. Greenhaus & Beutell (1985) argue that conflict 

between work and family roles may occur through time-based, strain-based, and behavior-based conflict. These 

forms of conflict are highly relevant to women’s career decisions, especially when career advancement requires 

longer working hours, greater availability, relocation, travel, or leadership responsibilities. Clark (2000) 

work/family border theory also suggests that individuals continuously negotiate boundaries between work and 

family domains. When the boundaries between work and family become difficult to manage, employees may 

adjust their career choices to reduce conflict and preserve stability. 

The survey findings are consistent with this theoretical perspective. Respondents’ concerns about 

childcare, family responsibilities, homebase, work-life balance, and mental health indicate that career decisions 

are made within the practical realities of daily life. Childcare and family support appeared in 278 usable 

responses, or 49.4% of the coded responses. This shows that family-related support is not merely a welfare 

preference, but a key condition for career sustainability. In this context, work-life balance is not a peripheral 

issue; it is part of the infrastructure that enables or constrains women’s career continuity. 

Recent literature supports this interpretation. Rashmi and Kataria (2022) show that work-life balance has 

become a diversified research field linked to employee wellbeing, satisfaction, and organizational outcomes. 

Ali et al. (2025) further find that work-life balance is closely related to women’s career motivation, although 

the literature remains fragmented across different contexts. In public sector settings, Feeney and Stritch (2019) 

demonstrate that family-friendly policies, organizational culture, and gender matter for work-life balance. Ko 

(2024) also shows that family-friendly policies can improve employee wellbeing through work-life balance and 

organizational commitment. 

The survey results also indicate that work-life balance should not be reduced to flexible working hours 

alone. While flexible work and leave arrangements appeared in 163 usable responses, or 29.0%, the broader 

work-life balance agenda is reflected across several themes, including childcare and family support, placement 

and mobility policy, facilities, wellbeing, and supportive supervisors. This suggests that work-life balance in 

public sector organizations should be treated as an integrated organizational design issue rather than an 

individual coping problem. 

The managerial implication is that organizations should shift from a narrow promotion-centered view of 

women’s career development to a continuity-centered approach. Such an approach would ask: what conditions 

allow female employees to remain professionally active, confident, and development-oriented across different 

life stages? Practical interventions may include childcare partnerships, daycare access, lactation and parenting 

facilities, predictable meeting schedules, temporary flexibility during intensive caregiving periods, re-entry 

support after maternity or caregiving leave, and family-sensitive consideration in placement decisions. These 

measures are not merely welfare benefits; they are career infrastructure that enables women to sustain aspiration 

over time. 

Perceived Organizational Support and Career Aspiration 

Perceived organizational support helps explain why some employees remain willing to pursue 

advancement while others become cautious. Perceived organizational support refers to employees’ belief that 

the organization values their contribution and cares about their wellbeing Eisenberger et al. (1986). When 

employees perceive that the organization is fair, supportive, and responsive, they are more likely to invest effort, 

maintain commitment, and view future opportunities positively. Conversely, when employees perceive that 

advancement requires high personal cost without adequate support, they may become hesitant even if they have 

the capacity to advance. 

This study’s survey findings strongly align with organizational support theory. Respondents did not only 

ask for career opportunities; they also asked for mentoring, supervisor support, inclusive culture, transparent 

development systems, flexible work arrangements, and family-sensitive policies. These expectations indicate 

that career aspiration depends on whether employees believe the organization will support them through the 

risks and demands of career advancement. Rhoades and Eisenberger (2002) show that perceived organizational 

support is influenced by fairness, supervisor support, and organizational rewards or job conditions. Kurtessis et 

al. (2017) further confirm that perceived organizational support is associated with commitment, wellbeing, and 

performance. In this article’s context, these findings suggest that perceived organizational support may also 

influence whether female employees consider career advancement feasible and worthwhile. 
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Supervisor support is particularly important. Jin and McDonald (2017), in their study of public sector 

employees, show that immediate supervisor support affects employee engagement both directly and indirectly 

through perceived organizational support. Hatmaker and Hassan (2023) also show that managerial support is 

relational and gendered, with women’s experience of support affected by manager-employee relationship 

quality and gender congruence. These findings are relevant to the survey, where supervisor support, mentoring, 

and supportive culture appeared in 232 usable responses, or 41.2%. For female employees, support from direct 

supervisors may shape whether career development feels encouraged, accessible, and safe. 

Mentoring is another important mechanism. Mcilongo and Strydom (2021) find that mentorship supports 

women’s career advancement in the public sector, especially when it helps women access guidance, confidence, 

networks, and career navigation strategies. Choi (2019) similarly emphasizes the importance of mentoring and 

social capital in women’s career advancement. In the Indonesian civil service context, McLaren et al. (2023) 

highlight the importance of interpersonal relationships and support systems in women’s career progression. 

These studies support the interpretation that women’s career aspiration is not merely an internal psychological 

state, but also a product of relational access to encouragement, information, sponsorship, and developmental 

pathways. 

The survey also shows that fairness, transparency, and anti-bias appeared in 127 usable responses, or 

22.6%. Although this theme was not the most frequent, it is analytically important. Fairness and transparency 

shape whether employees perceive career systems as credible. If promotion, talent selection, mobility, and 

development opportunities are perceived as unclear or biased, employees may become less willing to invest in 

career advancement. Therefore, perceived organizational support is not only about emotional encouragement, 

but also about procedural fairness, transparency, and trust in the career system. 

The managerial implication is that organizations should institutionalize support instead of relying on 

informal goodwill. Mentoring and sponsorship should be formalized, monitored, and connected to career 

development systems. Supervisors should be trained and evaluated on their ability to support inclusive career 

development. Selection and nomination criteria for talent programs, leadership training, promotion, and 

strategic assignments should be communicated transparently. Organizations should also track women’s 

participation in training, talent pools, leadership preparation, and promotion processes. Without such systems, 

support may remain uneven and dependent on individual supervisors. 

Toward a Gender-Responsive Work Ecosystem 

The integrative finding of this study is that female employees’ career aspiration in the Indonesian public 

sector is shaped by the interaction between work-life balance, perceived organizational support, and gendered 

organizational context. Existing studies often examine these domains separately: work-life balance studies 

focus on wellbeing, stress, engagement, or commitment; organizational support studies focus on engagement, 

exhaustion, retention, or performance; while women’s career studies focus on ambition, promotion, leadership 

progression, and barriers to advancement. The survey findings suggest that female employees experience these 

issues together in a single career decision-making process. 

A gender-responsive work ecosystem therefore requires more than equal formal rules. Equal access to 

promotion is important, but it does not fully address the conditions under which women decide whether to 

pursue advancement. If career progression is associated with unpredictable placement, limited childcare 

support, weak mentoring, unsupportive supervisors, inadequate facilities, and perceived bias, then formal 

equality may coexist with practical hesitation. This supports the argument that career aspiration should be 

understood as ecosystem-dependent rather than purely individual. 

This integrative perspective is consistent with contemporary literature on women’s careers in public 

organizations. Bishu et al. (2023), using the Kaleidoscope Career Model, show that women public managers’ 

careers are shaped by balance, authenticity, and challenge, with balance remaining highly salient across 

generations. Kim et al. (2026) also show that women’s career goals may shift after promotion or non-promotion, 

indicating that aspiration is dynamic and responsive to organizational experience. These findings support the 

argument that women’s career aspiration should not be understood as fixed, but as responsive to organizational 

experiences, support systems, and perceived career risks. 

For Indonesian public sector organizations, a gender-responsive work ecosystem should include at least 

five interrelated policy bundles. First, childcare and family support should be recognized as part of career 

sustainability infrastructure. Second, career development and competency-building pathways should be made 

transparent and accessible to female employees across career stages. Third, placement and mobility policies 

should be communicated clearly and, where possible, designed with family-sensitive considerations. Fourth, 

supervisor support, mentoring, and sponsorship should become institutional practices rather than informal 

arrangements. Fifth, flexible work arrangements, adequate facilities, lactation rooms, wellbeing support, and 

safe workplace culture should be treated as enabling conditions for sustained career participation. 
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The organization should also institutionalize gender-disaggregated talent metrics. These may include 

women’s participation in competency development programs, leadership training, talent pools, promotion 

nominations, mobility assignments, and structural or functional career pathways. Such data can help 

organizations identify where female employees enter, remain, or exit the career pipeline. This is important 

because the survey suggests that many female employees may not reject career development itself, but may 

hesitate when the organizational ecosystem does not reduce the personal and family-related costs of 

advancement. 

Overall, the findings indicate that the question is not simply how to increase women’s interest in career 

advancement, but how to redesign the work ecosystem so that career advancement becomes more compatible 

with women’s lived realities. A gender-responsive public sector organization should therefore move from a 

narrow view of career aspiration as individual ambition toward a broader view of career aspiration as a 

supported organizational outcome. 

 

CONCLUSION 
This study concludes that female public sector employees’ career aspirations should not be understood 

merely as an individual matter of ambition, motivation, or readiness. In the Indonesian public sector context, 

career aspiration is shaped by the interaction between work-life balance, perceived organizational support, and 

the broader work ecosystem in which career decisions are made. The evidence from the literature and 

exploratory survey data indicates that many female employees do not necessarily reject career development, 

but they evaluate career advancement through practical and relational considerations, including family 

responsibilities, childcare needs, placement and mobility risks, supervisor support, career development access, 

workplace facilities, and organizational fairness. 

The main contribution of this study is the argument that women’s career aspiration is conditional, 

contextual, and ecosystem-dependent. A formal career system that appears equal on paper may not be 

experienced equally when advancement requires high mobility, continuous availability, limited family support, 

or uncertain placement. Therefore, efforts to strengthen women’s career participation in public organizations 

should move beyond motivational programs or general encouragement. Public sector organizations need to 

build enabling conditions that make career development more compatible with women’s professional and 

personal realities. 

The practical implication is that human resource management in public sector organizations should adopt 

a more gender-responsive approach to career development. This includes providing clearer competency 

development pathways, strengthening mentoring and sponsorship systems, improving supervisor support, 

ensuring transparent and merit-based career processes, and designing more family-sensitive placement and 

mobility policies. Support for childcare, lactation facilities, flexible work arrangements, wellbeing services, and 

safe workplace facilities should also be treated as part of career infrastructure, not merely as employee welfare 

programs. 

For policy and managerial practice, the findings suggest that organizations should institutionalize gender-

disaggregated monitoring across talent management, training participation, promotion nominations, mobility 

assignments, and leadership pipelines. Such monitoring would allow organizations to identify where female 

employees face barriers, hesitate to enter the career pipeline, or require additional support. In geographically 

dispersed public sector organizations, placement policy deserves particular attention because mobility can 

function both as a career opportunity and as a source of career hesitation. 

Future research should examine these relationships using broader samples, comparative organizational 

settings, and more robust quantitative or mixed-method designs. Further studies may also explore how marital 

status, childcare responsibilities, career stage, job type, work location, and supervisor support influence 

women’s willingness to pursue career advancement. Despite its exploratory nature, this study provides a basis 

for understanding women’s career aspirations not as a fixed personal preference, but as an organizationally 

shaped outcome that can be strengthened through a more supportive and gender-responsive public sector work 

ecosystem. 
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