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Abstract 

Purpose – The main purpose of this paper is to examine and analyze the relationship 

between career opportunities and employee engagement, as well as the mediating effect of 

the glass-ceiling phenomenon within the hospitality. Methodology – Beside desk research, 

this paper employs the empirical research undertaken by use of a specially prepared online 

questionnaire. Research was conducted between October 2023 and April 2024 with 

participation of 567 women employed in the hospitality, while proposed relationships were 

tested by using the partial least squares method for structural equation modeling (PLS-SEM, 

SmartPLS software). Findings – The research results showed the existence of a positive 

relationship between broken glass-ceiling and employee engagement, that career 

opportunities are positively related to employee engagement and elimination of the glass-

ceiling effect, and that the glass-ceiling effect mediates the relationship between career 

opportunities and employee engagement within the hospitality. Implications – This is one of 

the first studies which addresses the topics of glass-ceiling, career opportunities and 

employee engagement in the hospitality by using specific methodology (questionnaire and 

PLS-SEM). The research findings may be used as a basis for decision making process for 

retaining employees in the hospitality on the long run by eliminating glass-ceiling effects, 

improving career opportunities and employee engagement.  
 

Keywords: hospitality, employee engagement, women‘s career, glass-ceiling phenomenon, 

career opportunities 
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Posrednička uloga fenomena „staklenog plafona” u relaciji 
između karijernih mogućnosti i angažovanosti zaposlenih u 
ugostiteljstvu 
 

Sažetak 

Svrha – Svrha ovog rada je da istraţi i ispita relacije izmeĊu karijernih mogućnosti i 

angaţovanosti zaposlenih, kao i posredniĉku ulogu fenomena „staklenog plafona‖ meĊu 

zaposlenima u ugostiteljstvu. Metodologija – Pored kabinetskog, u ovom radu je sprovedeno 
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i empirijsko istraţivanje primenom posebno koncipiranog onlajn upitnika. U periodu od 

oktobra 2023. do aprila 2024. godine sprovedeno je istraţivanje u kojem je uĉestvovalo 567 

ispitanika ţenskog pola zaposlenih u ugostiteljstvu. Relacije izmeĊu varijabli su testirane 

pomoću modeliranja strukturnih jednaĉina metodom parcijalnih najmanjih kvadrata (PLS-

SEM, SmartPLS softver). Rezultati – Rezultati istraţivanja pokazuju postojanje pozitivne 

veze izmeĊu eliminisanog fenomena „staklenog plafona‖ i angaţovanosti zaposlenih, zatim 

izmeĊu karijernih mogućnosti i angaţovanosti zaposlenih i eliminacije „staklenog plafona‖, 

kao i da fenomen „staklenog plafona‖ ima posredniĉku ulogu u odnosu izmeĊu karijernih 

mogućnosti i angaţovanosti zaposlenih u ugostiteljstvu. Implikacije – Ovo je jedna od 

pionirskih studija koja se bavi istraţivanjem fenomena „staklenog plafona‖, karijernih 

mogućnosti i istraţivanjem angaţovanosti zaposlenih u ugostiteljstvu koristeći specifiĉnu 

metodologiju (upitnik i PLS-SEM). Rezultati istraţivanja mogu da posluţe kao osnova za 

proces odluĉivanja o tome kako zadrţati zaposlene u ugostiteljstvu posmatrano na duţi rok, 

pomoću eliminisanja „staklenog plafona‖, poboljšanja karijernih mogućnosti i unapreĊenja 

angaţovanosti zaposlenih.  
 

Klјučne reči: ugostiteljstvo, angaţovanost zaposlenih, karijere ţena, fenomen „staklenog 

plafona‖, karijerne mogućnosti 

JEL klasifikacija: L83, M12, M54 

 

1. Introduction 

 

The hospitality industry has established itself as a key engine of worldwide economic 

activity and a large source of global employment (Alexakis & Jiang, 2019). As a dominating 

labor-intensive industry, hospitality demands employees to have the adequate competence 

for delivering high-quality services (Papageorgiou et al., 2024). Conversely, the hospitality 

industry is characterized by low salaries, poor working conditions, extended hours, shift 

work, weekend and holiday obligations, job insecurity, high levels of direct communication, 

demanding clients, managerial pressure to achieve high results, and limited opportunities for 

remote work. These factors have collectively led to numerous adverse consequences for 

employees and their well-being (Avdiu & Nayyar, 2020; Baum et al., 2020; Kim & Lee, 

2020; Lukić Nikolić & Garabinović, 2023). Furthermore, all these issues contributed to the 

common and negative fact that the hospitality business is becoming less appealing for 

newcomers in the labor market, while existing employees are reconsidering their career 

options (Huo, 2021). As a result, the hospitality industry faces the difficulty of long-term 

employees‘ retention. The solution to this unfavorable situation can be found in human 

resource management and its related approaches and practices. First and foremost, career 

advancement opportunities are extremely important to all employees in the modern 

workplace, particularly in the hospitality industry, because all employees aspire to achieve 

sustainable career development (Jiang et al., 2021). Furthermore, all employees desire to be 

engaged and give their best while obtaining reciprocity from their employers. In that context, 

gender equality, defined as equal opportunity for both men and women, was identified as a 

key aspect in creating a positive working environment and organizational climate. The 

inequality in gender advancement to higher positions in the hospitality industry can be easily 

observed, especially given that careers are usually continuous in the sense that an individual 

progresses from an entry-level position to a first-line manager, middle-level management, 

and top management (Ng & Pine, 2003). The glass-ceiling is a phenomenon that blocks 

women from ascending to higher-level executive positions. According to studies, the glass-

ceiling effect reduces women‘s chances for advancement on higher positions in the 

organizational hierarchy. Despite the growing theoretical interest in gender equality and the 

glass-ceiling, there has been little empirical research on this problem (Babic & Hansez, 
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2021), especially in the hospitality industry. That was the primary reason for this paper: to 

examine and analyze the relationship between career opportunities and employee 

engagement, as well as the mediating role of the glass-ceiling phenomenon within the 

hospitality industry. The significance of this study arises from the fact that the hospitality 

industry has a considerable labor shortage and high employee turnover (Innerhofer et al., 

2024; Kwok, 2022). To maintain stability and growth, hospitality businesses must retain 

talented and competent employees (Lazzari et al., 2022; Xuecheng et al., 2022). 

Consequently, leaders and managers of hospitality businesses are under pressure to provide 

equal career opportunities to all employees and to break down the glass-ceiling phenomenon 

in order to increase employee engagement.  

The paper is organized as follows. The first part of the paper contains a literature review on 

the glass-ceiling effect, employee engagement, and career opportunities in the hospitality 

industry in order to propose research hypotheses. The second part of the paper focuses on 

research methodology and provides a brief summary of the empirical research undertaken, 

beginning with the questionnaire structure, data collection procedure, and statistical software 

and techniques used. The third part of the paper contains the research results with discussion 

of the research findings. Finally, the paper‘s key findings are given in conclusion, together 

with their implications for the academic community and practice, as well as the limitations of 

the conducted research and recommendations for further research on this topic. 

 

2. Background  
 

Glass-ceiling effect. The glass-ceiling was first used as a metaphor to illustrate women‘s 

limited promotion chances in the organizational hierarchy (Hymowitz & Schellhardt, 1986). 

This metaphor has become commonplace in business and management literature and practice 

nowadays (Martinez-Fierro & Lechuga Sancho, 2021). In general, the glass-ceiling metaphor 

can relate to members of specific population groups, such as racial/ethnic minorities, people 

with various sexual choices, and women (Stavrinoudis et al., 2021). In this paper it is used to 

refer to women. Glass-ceiling represents persistent barriers, discriminatory practices, and 

attitudes that prevent qualified women from advancing to higher management positions 

(Babic & Hansez, 2021; Powell & Butterfield, 2015), or a lower probability of women being 

promoted than men, or simply a lower proportion of women at the top management positions 

(Espinosa & Ferreira, 2022). The glass-ceiling represents discrimination against women in 

management, which rises as women advance in their professional positions inside the 

organization (Babic & Hansez, 2021; Cotter et al., 2001). The glass-ceiling effect can have a 

wide range of negative implications, both for individuals and organizations. Job 

dissatisfaction, disengagement, burnout, professional stress, and low productivity are some 

of the most serious repercussions of the glass-ceiling at the individual level. At the 

organizational level, there is diminished appeal as an employer, a poor employer brand, 

lower levels of overall results, and high fluctuation rate of employees (Taparia & Lenka, 

2022). Eliminating the glass-ceiling effect is important for organizations because a lack of 

professional growth opportunities for women is connected with talent loss, high women 

turnover, work disengagement, lack of commitment and loyalty (Remington & Kitterlin-

Lynch, 2017). Furthermore, eliminating the glass-ceiling led to equal career opportunities 

and enhanced employee engagement, which results in better organizational performance.  

Employee engagement. Employee engagement is defined as a consistent, positive, affective-

motivational state of employee fulfillment and high satisfaction (Maslach et al., 2001). 

Employee engagement requires vigour, determination, and absorption (Schaufeli et al. 2002). 

Vigor signifies a high degree of energy and mental resilience on the job, particularly in 

stressful conditions, as well as a desire to go above and beyond what is required of 
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employees. Dedication is characterized by a sense of purpose, excitement, inspiration, pride, 

and challenge, whereas absorption indicates a thoroughly engaged and happily immersed 

individual in his task—focused concentration, outstanding control, and profound satisfaction 

(Schaufeli & Bakker, 2004). Employees that are engaged are full of positive energy and 

excitement; they are deeply immersed, devoted, and enthusiastic about their work tasks and 

activities (Kahn, 1990; Schaufeli, 2016). They care about the organization‘s future and are 

willing to go above and beyond job description to meet the objectives (Cook, 2008). As a 

result, organizations in the hospitality industry make significant efforts to engage their 

employees. According to research, employee engagement is critical for organizational 

success and results (Rozman & Strukelj, 2021), because employees who are willing to do 

more than what is required in job description exhibit high performance, service quality, and 

positive organizational behavior. 

Career opportunities. Career, as a person's collection of professional experiences 

(Greenhaus et al., 2010), represents vertical growth process that results in professional 

advancement through improvements in many conditions such as job responsibilities, status, 

and payment (McDonald et al., 2005). Perceived career opportunities in an organization refer 

to employees‘ perceptions of the alignment of work assignments and employment prospects 

with their career ambitions (Kraimer et al., 2011). Career has traditionally been measured by 

promotions, salary, and other objective criteria, while in the contemporary business 

environment, career is considered as a self-directed and value-driven orientation defined by 

individual employees (Lehtonen et al., 2022). Career opportunities can be seen as growing 

professional skills, getting rewards, and achieving employees‘ career objectives (Weng & 

McElroy, 2012). Employees must be prepared to deal with changes in the nature and type of 

job, as well as working environment. Any type of training and development that corresponds 

to employees‘ affinities and preferences increases their engagement. Employees who 

upgrade and develop their knowledge and abilities are more engaged because they find 

satisfaction in performing new tasks (Swarnalatha & Prasanna, 2012). Similarly, the 

existence of personalized employee training and development programs leads to better 

engagement since employees know that the organization actually cares about them and their 

careers (Jain & Khurana, 2017).  

Consequently, the proposed hypotheses in this research are: 

Hypothesis 1: There is a positive relationship between broken glass-ceiling and employee 

engagement. 

Hypothesis 2: Career opportunities are positively related to employee engagement. 

Hypothesis 3: Career opportunities are positively related to elimination of glass-ceiling 

effect. 

Hypothesis 4: Glass-ceiling effect mediates the relationship between career opportunities and 

employee engagement.  

 

3. Materials and methods 
 

The field research was conducted using a questionnaire technique for data collection. The 

first part of the questionnaire consisted of profile questions with the aim to establish 

respondents‘ basic characteristics, including gender, age, education, working experience, 

marital status, and parental status. The second part of the questionnaire encompassed 

statements from three measurement scales that had been used in previous research and 

confirmed to be reliable and valid. The first scale Career Opportunities (CO) was developed 

on the basis of statements developed by Kraimer et al. (2011) with the aim to examine 
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whether organizations from hospitality industry provide opportunities for developing 

specialized functional skills, advancement to higher managerial levels, established programs 

and policies for career progress of employees, etc. The second scale, Employee Engagement 

(EE), included eight statements from the engagement scale utilized in the cross-national 

study (Schaufeli et al., 2006). The third scale, Glass-Ceiling Effect (GCE), was developed 

from three initially defined statements by Elacqua et al. (2009). In addition, this 

measurement scale includes three new statements more suitable to European culture, 

developed on the basis of the research of Babic and Hansez (2021) (e.g. I notice that men 

progress more quickly than women in this company; Women are not given the same 

treatment as men in managerial positions at this company; and Men are able to get jobs at 

higher hierarchical levels in this company than women, even with the same expertise and 

skills) with the aim to more thoroughly investigate manifestations of the glass-ceiling effect. 

Respondents answered to statements by selecting one of the responses on a seven-point 

Likert scale (1 – completely disagree, 7 – completely agree). Statements used in this research 

are presented in Table 2.  

The questionnaire was administered online using Google Forms and sent to the e-mail 

addresses of hospitality objects managers such as hotel restaurants, exclusive restaurants, 

classic restaurants, restaurants serving Chinese and Mexican food, cafeterias, bars, beach 

bars, etc., with the kind request that they complete the questionnaire and forward it to other 

employees. With three follow-up e-mails, in the period October 2023 to April 2024, a total of 

567 women employed in hospitality objects in four countries (Serbia, Bosnia and 

Herzegovina, Montenegro, and Croatia) participated in this research. In accordance with the 

‖ten times‖ rule (Barclay et al., 1995), which states that the minimum sample size should be 

ten times the number of independent variables in the most complex regression in the model, 

the sample size obtained in this research is more than sufficient (10*8=80 while 567 

respondents participated in this research). 

The data was processed and analyzed using Statistical Software for Social Sciences (SPSS) 

version 21.0 and SmartPLS software version 4.0. Proposed hypotheses were tested using the 

partial least squares method for structural equation modeling (PLS-SEM), which represents 

the key multivariate analysis tool used in business and organizational research (Ringle et al., 

2020), and increasingly applied in various tourism studies (Seocanac, 2024).  

 

4. Results and discussion 
 

Table 1 shows the results related to the basic characteristics of the respondents who 

participated in the research. The largest number of respondents is between 25 and 34 years 

old (39.2%). This is followed by respondents who are between 35 and 44 years old (20.8%) 

and those who are between 45 to 54 years old (17.6%). A small number of respondents is 

above 55 years of age (13.2%), while only 9.2% of respondents are from 18 to 24. Almost 

60% of respondents have finished secondary school, followed by those who have finished 

high school (22.8%) and faculty (14.6%). The research included 3.5% of respondents who 

had only completed primary school. In terms of the length of work experience, more than 

70% of respondents work up to 5 years, with 33.7% of respondents working for less than 1 

year, and 37.2% of respondents working from 1 to 5 years in hospitality. Furthermore, 17.6% 

of respondents have worked in the hospitality from 5 to 10 years, while 11.5% of 

respondents have worked there for more than 10 years. In terms of marital status, the 

majority of respondents are married or cohabiting (66.1%) and the majority of respondents 

(61%) have children.  
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Table 1: The basic characteristics of the respondents 

Characteristics N % 

Age 

From 18 to 24  52 9.2 

From 25 to 34 222 39.2 

From 35 to 44 118 20.8 

From 45 to 54 100 17.6 

Above 55  75 13.2 

Education 

Primary school 20 3.5 

Secondary school 335 59.1 

High School 129 22.8 

Faculty 83 14.6 

Working 
experience 

Less than 1 year 191 33.7 

From 1 to 5 years 211 37.2 

From 5 to 10 years 100 17.6 

Above 10 years 65 11.5 

Marital status 
Married/cohabitating 375 66.1 

Unmarried/divorced 192 33.9 

Parental status 
Have children 346 61.0 

Do not have children 221 39.0 

                      Source: Authors‘ research 
 
Table 2 shows the mean (M) and standard deviation (SD) for each of the measurement scales 
and statements used in this research. All respondents (N=567) used a seven-point Likert 
scale (Min=1, Max=7) to answer all of the questions. The Career Opportunities (CO) scale 
has a mean value of 4.65. The mean values for each statement on this scale are similar, 
ranging from 4.60 to 4.68. Employee Engagement (EE) has a mean value of 5.66. The 
statement that employees are immersed in their work has the greatest mean value of 5.81, 
while the statement that when they wake up in the morning, they prefer to go to work has the 
lowest mean value, 5.47. The mean value for the entire scale Glass-Ceiling Effect (GCE) is 
5.53. The statement that women at the company are not excluded from important senior 
management communications has the greatest mean value (5.64), while the lowest mean 
value is recorded for the statement that respondents did not notice that men can get jobs at 
higher hierarchical levels in the company than women even with the same expertise and 
skills (5.48). 
 

Table 2: Mean (M) and Standard Deviation (SD) for scales and statements 

Variable  M SD 

Career Opportunities (CO) Source 4.65 2.052 

My company provides opportunities for employees to 
develop their specialized functional skills (CO1) 

Kraimer et 
al. (2011) 

4.68 2.088 

My company has programs and policies that help 
employees to reach higher managerial levels (CO2) 

4.64 2.118 

There are career opportunities within my company that are 
attractive to me (CO3) 

4.68 2.114 

My company offers many job opportunities that match my 
career goals (CO4) 

4.60 2.141 

Employee Engagement (EE) 
 

5.66 1.867 

At work, I feel full of energy (EE1) Schaufeli et 5.57 1.884 
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When I get up in the morning, I feel like going to work 
(EE2) 

al. (2006) 
5.47 1.969 

I find the work that I do full of meaning and purpose 
(EE3) 

5.64 1.945 

My job inspires me (EE4) 5.58 2.019 

I am proud of the work I do (EE5) 5.70 1.961 

Time flies when I am working (EE6) 5.74 1.915 

I feel happy when I am working intensely (EE7) 5.75 1.895 

I am immersed in my work (EE8) 5.81 1.863 

Glass-Ceiling Effect (GCE)  5.53 1.920 

I do not believe that women at our company generally 
progress to a certain level, then go no further (GCE1) 

Elacqua et al. 
(2009) 

5.51 2.097 

I believe our company is serious about eliminating barriers 
that prevent women from reaching their potential (GCE2) 

5.52 2.095 

Women at our company are not excluded from important 
senior management communications (GCE3) 

5.64 2.033 

I did not notice that men progress more quickly than 
women in this company (GCE4) 

Babic and 
Hansez 
(2021) 

5.52 2.109 

Women are given the same treatment as men in 
managerial positions at this company (GCE5) 

5.53 2.104 

I did not notice that men are able to get jobs at higher 
hierarchical levels in this company than women, even with 
the same expertise and skills (GCE6) 

5.48 2.120 

Source: Authors‘ research 
 

Reflective indicator loadings for the structural model were calculated and presented in Table 
3. All values of reflected indicator loadings are higher than the threshold value 0.708, 
indicating that the reliability criterion is met (Hair et al., 2021). 
 

Table 3: Reflective indicator loadings 

 
EE GCE CO 

EE1 0.951   

EE2 0.961   

EE3 0.971   

EE4 0.970   

EE5 0.975   

EE6 0.967   

EE7 0.971   

EE8 0.965   

GCE1  0.818  

GCE2  0.886  

GCE3  0.939  

GCE4  0.948  

GCE5  0.954  

GCE6  0.953  

CO1   0.964 

CO2   0.969 

CO3   0.980 

CO4   0.967 

                                         Source: Authors‘ research 
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Table 4 shows the Cronbach‘s alpha, Composite Reliability (rho_a), Composite Reliability 

(rho_c) and Average Variance Extracted (AVE) values used to establish indicator and 

construct reliability and validity. Cronbach's alpha for the Employee Engagement (EE) scale 

is 0.990, rho_a is 0.990, rho_c is 0.991, while AVE is 0.934. Cronbach‘s alpha for the Glass-

Ceiling Effects (GCE) scale is 0.962, with rho_a of 0.975, rho_c of 0.970, and AVE of 

0.842. For the scale Career Opportunities (CO) Cronbach‘s alpha is 0.979, rho_a is 0.979, 

rho_c is 0.985, while AVE is 0.941. The obtained results for each of the scales indicate 

significant scale reliability as well as construct reliability and validity, since Cronbach‘s 

alpha and Composite Reliability (rho_a and rho_c) are greater than 0.7, and AVE is above 

the threshold value of 0.5 (Fornell & Larcker, 1981).  

 

Table 4: Scale reliability and construct reliability and validity 

Scale Cronbach‘s alpha rho_a rho_c AVE 

Employee Engagement (EE) 0.990 0.990 0.991 0.934 

Glass-Ceiling Effect (GCE) 0.962 0.975 0.970 0.842 

Career Opportunities (CO) 0.979 0.979 0.985 0.941 

Source: Authors‘ research 

 

Table 5 shows the results of discriminant validity using the heterotrait-monotrait (HTMT) 

correlation ratio. The obtained results fall below the specified criterion of 0.85 (Henseler et 

al., 2015), indicating that discriminant validity using the heterotrait-monotrait correlation 

ratio is met. Additionally, the results of cross-loading indicators and the Fornell-Larcker 

criterion are presented in the Appendix 1 (Table A1 and Table A2).  

 

Table 5: Discriminant validity: heterotrait–monotrait (HTMT) ratio of correlation 

 EE GCE CO 

EE   
 

GCE 0.507  
 

CO 0.677 0.422 
 

                                                Source: Authors‘ research 

 

Table 6 shows the results for the Variance Inflation Factor (VIF) for the inner model. All 

values are lower than criterion 3 (Hair et al., 2021), showing that collinearity does not pose a 

problem in this research model. 

 

Table 6: Variance Inflaction Factor (VIF) 

 
Variance Inflation Factor (VIF) 

GCE -> EE 1.212 

CO -> EE 1.212 

CO -> GCE 1.000 

                                Source: Authors‘ research 

 

To test the structural model, 10,000 random subsamples of the original data set were created 

(with replacement enabled). Results are presented on Figure 1.  
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Figure 1: Results from bootstraping analysis (β and p-values) 

 
Source: Authors‘ research 
 

Finally, Table 7 presents results regarding PLS-SEM ratio coefficients and their level of 

significance with the aim of evaluating the relationships between measured scales. The 

results revealed that the relationship between glass-ceiling effects and employee engagement 

is positive and statistically significant (β= 0.270, t = 6.374, p = 0.000). Similar results are 

obtained for the relationship between career opportunities and employee engagement – 

positive and statistically significant (β= 0.555, t = 20.557, p = 0.000). Furthermore, the 

relationship between career opportunities and glass-ceiling effect is positive and statistically 

significant (β= 0.418, t = 9.720, p = 0.000). Finally, the glass-ceiling effect has a mediation 

role in the relationship between career opportunities and employee engagement (β= 0.113, t 

= 4.940, p = 0.000).  
 

Table 7: Statistical significance testing – total and specific indirect effect 

 
β t p Hypothesis 

GCE -> EE 0.270 6.374 0.000 H1: Approved 

CO -> EE 0.555 20.557 0.000 H2: Approved 

CO -> GCE 0.418 9.720 0.000 H3: Approved 

CO -> GCE-> EE 0.113 4.940 0.000 H4: Approved 

                 Source: Authors‘ research 
 

Table 8 presents the coefficient of determination (R
2
) in order to examine the percentage by 

which the independent variables explain the dependent variable (Seocanac, 2024). The 

results revealed that only 17.5% of the variance in GCE is predicted by CO (weak value), 

while 50.6% of the variance in EE is predicted by CO (moderate value).  
 

Table 8: Coefficient of determination (R
2
) results 

 R
2
 R

2
 adjusted Interpretation of values Criteria (Hair et al., 2011 ) 

EE 0.506 0.504 Moderate R
2
=0.25 weak

 

R
2
=0.50 moderate

 

R
2
=0.75 substantial 

GCE 0.175 0.174 Weak 

Source: Authors‘ research 
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Table 9 presents the results regarding the effect size (f
2
). Results revealed a large effect 

(0.514) of CO on EE, while the effect size of CO on GCE is medium (0.212). Finally, there 

is small effect size of GCE on EE (0.122). 

 

Table 9: Effect size (f
2
) results 

 f
2
 Effect size Criteria (Cohen, 1988) 

CO -> EE 0.514 Large Above 0.35 large effect 

0.15-0.35 medium effect 

0.02-0.15 small effect 
CO -> GCE 0.212 Medium 

GCE -> EE 0.122 Small 

                 Source: Authors‘ research 

 

Conducted statistical analysis, which used a partial least squares method for structural 

equation modeling (PLS-SEM), resulted in the acceptance of hypothesis 1 that broken glass-

ceiling has a positive relationship on employee engagement among hospitality employees. 

Furthermore, research results showed that career oppotunities are positively related to 

employee engagement confirming on that way hypothesis 2, and that career opportunities are 

also positively related to elimination of glass-ceiling effect confirming on that way 

hypothesis 3. Finally, research results confirmed hypothesis 4 that broken glass-ceiling 

mediates the relationship between career opportunities and employee engagement.  

Those findings are not surprising given the recent trend toward more balanced gender 

equality, with an increasing proportion of women applying for leadership and higher-level 

managerial positions. Gender has historically played a crucial role in hospitality 

employment. Women‘s access to managerial roles in hospitality has recently been identified 

as an important topic in the literature (Albors-Garrigos et al., 2021). Furthermore, gender 

equality has become a global concern recognized as one of the important components in 

Agenda 2030 and its 17 Sustainable Development Goals (SDG). The fifth SDG aims to 

achieve gender equality and empower all women and girls, ensure their active participation 

in leadership and decision-making, and empower women through information and 

communication technologies, whereas the eighth SDG focuses on full and productive 

employment and decent work with equal pay for all people (United Nations, 2018).  

Other research findings confirmed the observed relationship between variables. They also 

showed that career opportunities are a significant employment resource that promotes 

numerous positive organizational outcomes (Weng & McElroy, 2012). Having women on 

management teams increases a company‘s financial success (Martinez-Fierro & Lechuga 

Sancho, 2021), hence there are programs aimed at promoting workplace gender equality 

(Ryan, 2023). Research conducted among 467 women employees in India found that the 

existence of a glass-ceiling phenomenon in organizations has a negative influence on 

employee engagement (Balasubramanian & Lathabhavan, 2017). Similarly, a study 

conducted among 553 women on managerial positions in India (Punjab) highlighted that the 

presence of a glass-ceiling has a negative influence on employee engagement (Sharma & 

Kaur, 2019). Furthermore, a study conducted at hotels in South Korea (Seoul) with 214 

employees found that glass-ceiling perceptions were negatively related to employee 

engagement (Min & Yoon, 2021). Consequently, decision-makers, leaders, managers and 

human resource professionals in the hospitality industry have clear evidence of the negative 

impact of the glass-ceiling phenomenon on career opportunities and employee engagement.  
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5. Conclusion 
 

The research results confirmed all proposed hypotheses, i.e. broken glass-ceiling has positive 

impact on employee engagement among hospitality employees, career opportunities are 

positively related to employee engagement and elimination of glass-ceiling, while glass-

ceiling mediates the relationship between career opportunities and employee engagement.  

Theoretical implications of this paper include the fact that this is one of the pioneering 

studies which addresses the topics of glass-ceiling, career opportunities and employee 

engagement in the hospitality industry using specific methodology (questionnaire and PLS-

SEM) and large sample size (567). The questionnaire was validated, and its reliability and 

validity were confirmed, which is important for future researchers. The paper‘s practical 

implications are focused on the ability to apply research findings to help retain hospitality 

employees by removing glass-ceiling effects, expanding career opportunities, and increasing 

employee engagement. Glass-ceiling effect can be eliminated or at least minimized by 

establishing clear and objective criteria for promotions, equal career opportunities for all 

employees, promoting work-life balance and flexible work arrangements, and fostering an 

inclusive organizational culture. By use of these practices, companies can create a more 

equitable workplace where all employees have the opportunity to reach their full potential. 

Removing the glass-ceiling effect not only benefits individual employees, but also enhances 

organizational performance, innovation, and competitiveness. That is why understanding the 

relationships between those constructs is crucial for all hospitality objects, leaders, managers, 

and human resource professionals.  

This research is accompanied by several limitations. First and foremost, the conceptual 

research model used in this study included three variables (glass-ceiling, career 

opportunities, and employee engagement) and their relationships, without considering a 

broader range of other variables that may be important, such as organizational commitment, 

organizational climate, and leadership style. Second, the questionnaire employed in this 

study contained only closed-ended questions, with no opportunity for respondents to write 

down their views, perceptions, and opinions on the topic matter. Third, results regarding 

Cronbach alpha coefficient were higher than 0.95 indicating a possibility for redudancy in 

items (different semantics but similar meanings in some scales) and too long questionnaire.  

Future research on this topic should include more variables in the conceptual research model 

in order to get more holistic and general results. Furthermore, in addition to closed-ended 

questions, questionnaires should include open-ended questions and be supplemented with 

data collection techniques such as interviews in order to provide more in-depth conclusions. 

Finally, it would be beneficial to conduct longitudinal research in order to examine whether 

and how activities oriented to elimination of glass-ceiling in hospitality objects impact on 

career opportunities and employee engagement.  
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Appendix 

Additional tests regarding discriminant validity 

 

Table A1: Discriminant validity: Cross-loadings results  

 EE GCE CO 

EE1 0.951 0.502 0.662 

EE2 0.961 0.500 0.679 

EE3 0.971 0.503 0.659 

EE4 0.970 0.484 0.652 

EE5 0.975 0.472 0.641 

EE6 0.967 0.477 0.620 

EE7 0.971 0.467 0.626 

EE8 0.965 0.473 0.616 

GCE1 0.335 0.818 0.230 

GCE2 0.404 0.886 0.362 

GCE3 0.502 0.939 0.411 

GCE4 0.493 0.948 0.405 

GCE5 0.506 0.954 0.426 

GCE6 0.485 0.953 0.422 

CO1 0.642 0.411 0.964 

CO2 0.653 0.414 0.969 

CO3 0.661 0.395 0.980 

CO4 0.634 0.405 0.967 

                                        Source: Authors‘ research 

 

Table A2: Discriminant validity: Fornell-Larcker criterion 

 EE GCE CO 

EE 0.966   

GCE 0.502 0.918  

CO 0.668 0.418 0.970 

                                        Source: Authors‘ research 
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