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ﬁ;g‘:é:;‘ig;eges' tbeliefs and career success among women graduated in healthcare management at
yahoo.com i university me(_jlcal cer.1te.rs in Tehran. _ . - _
IMethods: This descriptive cross-sectional study involved 149 women with degrees in
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Accepted: 27/Jul/2025 jdemographic characteristics, Smith's glass ceiling beliefs, and career success developed
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idescriptive and inferential statistics at a significance level of 0.05.

| Results: The mean score for glass ceiling beliefs among participants was 4.78+0.54. The

,fgmgarrgsrhanagemem iscores for dimensions were as follows: resilience (5.81+0.70), resignation (4.67+1.18),
Glass ceiling iacceptance (4.41+1), and denial (3.92+0.86). The mean score for career success was
Career success '3 15+0.65. The scores for subscales were as follow: interpersonal success (3.98+0.61),
Women Ioccupatlonal success (3.26+0.73), hierarchical success (2.57+1), and financial success
Iran 1(2.49+0.97). Beliefs of denial (p<0.001) and resilience (p<0.001) showed a positive

Estatistical correlation with career success, while no statistical correlation between was
d 1061882/jha.28.1.7 ;found between acceptance (p=0.899) and resignation (p=0.358) beliefs and career
i success.

EConcIusion: Healthcare managers can enhance the likelihood of career success among
ifemale employees by fostering optimistic glass ceiling thoughts (denial and resilience).
EThis can foster positive attitudes toward promotion and minimize pessimistic thoughts
i (resignation and acceptance) to overcome glass ceiling barriers and achieve career
1success.

What was already known about this topic:
o The glass ceiling refers to an invisible barrier that prevents women’s promotion to higher leadership roles,
despite their qualifications.
e Women's perceived career success can be influenced by their beliefs about the glass ceiling, including
denial, resilience, resignation, and acceptance.

What this study added to our knowledge:
¢ Women can overcome the glass ceiling with resilience and adaptability. This mindset enables them to
pursue career success despite challenges.
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Extended Abstract

Introduction

The presence of women in medical sciences is
continually increasing [1-3]; however, studies show
that women face significant obstacles when entering
the profession or seeking promotions [4]. Women

remain underrepresented in academic and
management positions across various specialties and
professional organizations [5]. These disparities,
rooted in organizational and social culture,
contribute to increased stress and burnout among
women [6]. When employees are unable to achieve
job success commensurate with their efforts, it can
lead to turnover, raising costs and new challenges
for organizations [7]. Career success encompasses
positive achievements and satisfying work-related
experiences that significantly enhance employee
motivation and productivity [8,9]. Women face
numerous organizational barriers to achieving
carrier success, including unequal opportunities for
career promotion, lack of support from supervisors
and family, traditional attitude of senior managers
towards women in leadership roles, resistance from
subordinates regarding females in managerial
positions, and pervasive gender stereotypes [10].
The “glass ceiling” refers to these invisible but
powerful barriers that prevent women from climbing
the promotion ladder in organizations [11].

According to Burn [12], the glass ceiling is a form
of employment discrimination that gradually creates
a real but invisible barrier to women's promotion to
higher-level positions. Hull and Umansky [13]
describe the glass ceiling as a set of social and
organizational pressures that obstruct women’s
access to high management positions by creating
barriers against them. The glass ceiling can lead to
conflicts between work and family obligations,
increased stress, job dissatisfaction, intentions to
leave an organization, and diminished commitment.
Organizations can implement strategies to mitigate
or eliminate perceptions of the glass ceiling. Women
also play a critical role in breaking the barriers
associated with this discrimination and its
consequences. While methods aimed at dismantling
the glass ceiling may incur initial costs for
organizations, the long-term benefits are likely to
outweigh these expenses [14].

Smith et al. [15] conceptualize glass ceiling
beliefs as a multidimensional construct (denial,
resilience, acceptance, and resignation) ."Denial"

refers to the belief that the promotion challenges are
the same for all genders. "Resilience” reflects
confidence in women’s ability to break the glass
ceiling. "Acceptance" suggests that women
prioritize other life goals, such as family, over career
advancement. In contrast, "resignation™ implies that
women perceive the negative consequences of

pursuing career promotion as greater than those
faced by men. Optimistic beliefs (denial and
resilience) can foster positive attitudes and actions,
whereas pessimistic  beliefs (acceptance and
resignation) may lead to negativity toward career
advancement [15]. Glass ceiling issues exist at all
organizational levels [16]. This issue is particularly
critical in healthcare organizations due to the nature
of the services provided. Achieving health system
goals requires not only individual expertise but also
high organizational commitment and a desire to
promote participation in group activities beyond
individual tasks [17]. This study examines the
relationship between glass ceiling beliefs and career
success among women educated in healthcare
management in university medical centers in
Tehran.

Methods

This cross-sectional descriptive research targeted
women with degrees in healthcare management,
employed university medical centers in Tehran in
2023. Participants were selected using a
convenience sampling method based on predefined
criteria, including willingness to participate in the
study and current employment. Participants who
failed to answer 5% or more of the survey items
were excluded. Assuming a correlation of at least
0.25 between glass ceiling beliefs and career
success, with 95% confidence and 80% power, the
minimum sample size was calculated to be 128. To
account for potential attrition, 149 participants were
recruited.

Data were collected using three part
questionnaires: 1) Demographics (age, educational
level, marital status, number of children, work
experience, position, and interest in healthcare
management); 2) Smith et al.'s Glass Ceiling Beliefs
Questionnaire, which assesses denial (10 items),
resignation (10 items), resilience (12 items), and
acceptance (7 items) on a 7-point Likert scale (1=
completely disagree to 7= completely agree). The
reliability of the different dimensions of this
questionnaire [15] using Cronbach's alpha was as
follows: resignation (0.71), denial (0.81),
acceptance (0.72), and resilience (0.70). The Persian
version was validated by Manochehri et al. [18] and
in the present study, the reliability was found to be
0.74 using Cronbach's alpha. Additionally, the
validity of this questionnaire was confirmed by a
group of experts and faculty members. 3) Career
Success Questionnaire developed by Gattiker and
Larwood in 1986, which measures career,
interpersonal, financial, and hierarchical success (19
items, 5-point Likert (1= very little to 5= very
much)). The Persian version was validated by Nejati
et al. [19], and its reliability in our study was found
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to be 0.90 using Cronbach's alpha. Its validity was
also confirmed by experts and faculty members.

All participants completed the survey in 10-15
minutes. Data collection took place from May to
August 2023. Data analyses was conducted using
SPSS v27, applying descriptive statistics, Spearman
correlations, and Kruskal-Wallis tests (0=0.05).

Results

Table 1. Demographic characteristics of the participants

The majority of participants were aged 30-39
years old (40.9%), with a bachelor's degree (53.7%),
had less than five years of work experience (47.7%),
held an expert position (69.1%), and showed a high
interest in healthcare management (63%). Among
married respondents, 41.6% had no children (Table
1).

Individual profile Frequency Percentage
Age (Years) Less than 30 59 39.6
30-39 61 40.9
40-49 27 18.1
50-59 2 1.3
Total 149 100
Mean + SD (Min-Max) 32.8946.801 (21-51)
Education Bachelor 80 53.7
Master's degree 53 35.6
Ph.D. 16 10.7
Marital status Single 71 47.7
Married 77 51.7
Dependent 1 0.7
Work experience (Years) Less than 5 71 47.7
5-10 28 18.8
10-15 30 20.1
15-20 10 6.7
More than 20 10 6.7
Mean + SD (Min-Max) 8.12+6.807 (1-27)
Organizational position The expert 103 69.1
Responsible expert 39 26.2
Manager 7 4.7
Number of children among married women 0 32 41.6
1 27 35.1
2 18 23.4
The level of interest in healthcare management  Too much 29 19.5
A lot 65 43.6
Medium 46 30.9
Low 7 4.7
Very low 2 13

The mean glass ceiling beliefs score was
4.78+0.54, with the highest score in the resilience

subscale (5.81+0.7) and the lowest score in the
denial subscale (3.92+0.86) (Table 2).

Table 2. Frequency distribution of glass ceiling beliefs and its subscales in the participants

Glass ceiling beliefs and its subscales Minimum Maximum Mean SD

Denial 1.6 6.1 3.92 0.86
Resilience 3 7 5.81 0.70
Resignation 1.9 7 4.67 1.18
Acceptance 1.14 7 441 1.00
Glass ceiling beliefs 2.97 5.92 4.78 0.54

The mean career success score was 3.15+0.65,
with the highest score in the interpersonal success

subscale (3.98+0.61), and the lowest score in the
financial success subscale (2.49+0.97) (Table 3).

Table 3. Frequency distribution of career success and its subscales in the participants

Career Success and Its Subscales Minimum Maximum Mean SD

Career success 1.62 5 3.26 0.73

Interpersonal success 25 5 3.98 0.61

Financial success 1 5 2.49 0.97

Hierarchical success 1 5 2.57 1.00

Total 1.68 4.84 3.15 0.65
9
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Statistically significant positive correlations were
found between denial and career success including
all subscales (career, interpersonal, financial,
hierarchical) and overall success. Resilience also
showed a positive correlation with career success
(p<0.001), financial success (p=0.032), and the total
career success score (p=0.008). In contrast,
resignation and acceptance showed no significant
negative correlations with career success and its

subdomains. The overall glass ceiling beliefs score
correlated positively with career success (p=0.020),
financial success (p=0.034), and overall career
success (p=0.043). The total career success score
showed the highest correlation with denial (r=0.418,
p<0.001), resilience (r=0.215, p=0.008), resignation
(r=0.076, p=0.358), and acceptance (r=0.011,
p=0.899) (Table 4).

Table 4. Relationship between glass ceiling beliefs and career success in participants

Career success Glass ceiling beliefs

Denial Resilience Resignation Acceptance Total
Career success r=0.634; r=0.293; r=0.055; r=0.026; r=0.191;
p<0.001 p<0.001 p=0.502 p=0.757 p=0.020
Interpersonal r=0.194; r=0.032; r=-0.083; r=0.031; r=0.035;
success p=0.018 p=0.694 p=0.341 p=0.703 p=0.672
Financial success  r=0.327; r=0.175; r=0.015; r=-0.045; r=0.173;
p<0.001 p=0.032 p=0.858 p=0.583 p=0.034
Hierarchical r=0.414; r=0.152; r=-0.123; r=-0.093; r=0.088;
success p<0.001 p=0.065 p=0.135 p=0.260 p=0.285
Total r=0.418; r=0.215; r=-0.076; r=-0.011; r=0.166;
p<0.001 p=0.008 p=0.358 p=0.899 p=0.043

r: Spearman correlation coefficient; p: p-value

Discussion

Most participants demonstrated resilience-related
glass ceiling beliefs. They believed their flexibility
in the face of challenges enable them to break the
glass ceiling and advance in their career. However,
it can also be concluded that despite this resilience,
some women respond to pressures stemming from
an imbalance between their goals and the structural
methods available to achieve them, leading to
feelings of helplessness and resignation. As a result,
they abandon their goals and efforts to achieve them.
In some cases, women do not aspire to high positions
or power within organizations and do not share the
same ambitions as men. The scores obtained from
acceptance beliefs may reflect this tendency.
Furthermore, the scores in the denial dimension
indicate that a small number of participants believe
that gender discrimination and its associated
challenges do not hinder their career development.

These findings partly align with Tabe Bordbar et
al., [20] who found that the highest participant
scores were for resilience, resignation, denial and
acceptance, respectively. In contrast, Ramezani et
al., [21] found the highest scores for denial, followed
by acceptance, resilience, and resignation, possibly
due to different participant characteristics (mixed
gender versus only women). The present study
demonstrates that denial, as an optimistic glass
ceiling belief, has a positive and significant effect on
the participants’ perceived career success.
Supporting these results, Smith et al. [15] found that
denial predicted 10% of job satisfaction variance
and 7% of work engagement variance. Additionally,
Tabe Bordbar et al. [20], Fathy and Zidan [22]
Khalid and Sekiguchi [23], and Balasubramanian

and Lathabhavan [24] have all documented a
positive association between denial and perceived
career success. Therefore, the present study
reinforces the significant positive impact of denial
on women’s career success within organizations.
No significant correlation was found between
acceptance and career success. Smith et al. [15]
suggest that acceptance reflects a belief among
women that they prioritize other life goals, such as
family involvement, over career advancement. This
acceptance may manifest as a set of pro-family/anti-
career beliefs that lead women to accept existing
disparities between men and women in attaining
leadership roles, ultimately resulting in less
ambition for promotion. However, acceptance can
also be viewed positively as an optimistic
perspective on balancing work and family life. Thus,
it may foster positive feelings and actions both at
home and in the workplace. Women who accept the
glass ceiling may become more active in their home
environments. Working women, especially married
ones with children, often face pressure due to fulfill
their roles as mothers and wives alongside their
professional responsibilities. Cultural expectations
may compel them to prioritize family obligations
over career advancement, leading them to accept
limitations on job promotion and diminishing their
job satisfaction [20]. Although no significant
relationship was found between acceptance beliefs
regarding the glass ceiling and job success in our
study, many other studies have reported a significant
negative relationship between these two variables.
In Smith et al’s study [15], acceptance
demonstrated a significant relationship  with
perceived career success. Conversely, Tabe Bordbar
et al. [20] found no significant relationship between

10
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acceptance beliefs and career success and its sub-
dimensions. Fathy and Zidan [22] reported that
accepting women's glass ceiling belief as a
pessimistic factor had a negative and significant
effect on perceived career success, while Roman's
study [25] indicated a negative relationship between
acceptance and perceived career success factors.

The resilience subscale exhibited a significant
positive correlation with career success, financial
success, and the total career success score. In other
words, individuals who frequently embody
resilience-related glass ceiling beliefs report higher
levels of career success. Psychological resilience is
now recognized as a critical component of
organizational excellence, and enhanced individuals'
knowledge, skills and networks. Resilience
functions as an adaptive response that enables
individuals to succeed despite challenges (such as
failures, conflicts, and positive events) and
motivates continued pursuit of achievements [26].
Resilient individuals tend to navigate uncertain
situations more effectively [27]. Research indicates
that resilient people can return to or improve upon
their previous performance level after facing
difficult life circumstances. They are attuned to life's
realities, find meaning in their experiences, and
adapt swiftly to significant changes. Within the
context of glass ceiling beliefs, resilience reflects
women’s ability to overcome barriers by responding
flexibly and persistently [15]. In our study, we
identified a positive and significant effect of
resilience on the career success of women educated
in healthcare management. Numerous studies
corroborate these findings; for instance, Smith et al.
[15] found a significant relationship between
resilience and perceived career success while
demonstrating its positive correlation with work
engagement and happiness, accounting for 7% of
variance in happiness. Tabe Bordbar et al. [20] also
revealed a positive association between resilience
and career success. Mohammadkhani and
Gholamzadeh [28] along with Roman [25]
confirmed that resilience correlates positively with
subjective factors related to career success.

In contrast to resilience, resignation related to
glass ceiling beliefs did not show a significant
correlation with career success measures, including
interpersonal, financial, hierarchical success, or total
career success scores. Resignation represents a
negative stance in which individuals abandon career
goals due to perceived barriers related to gendered
promotion challenges [15]. Nevertheless, many
prior studies have documented significant negative
correlations between resignation and career success.
In Tabe Bordbar et al.'s study [15], there was a
negative and significant relationship between
resignation and career success and its dimensions
(p<0.001, r=0.518) [20]. Similarly, Smith et al.'s
study [15] revealed that resignation negatively

impacted various dimensions of women's career
success, while Fathy and Zidan [22] showed that
resignation had a negative and significant effect on
career success. Furthermore, both Mohammadkhani
and Gholamzadeh [28] and Roman [25] stated that
resignation had a negative relationship with
subjective factors of career success.

Limitations

One of the limitations of this study was the
exclusive reliance on questionnaires for data
collection, which may have led some participants to
provide inaccurate or socially desirable responses.
Additionally, the large number of questionnaire
items and the extended response time required may
have negatively affected the accuracy of responses.

Conclusion

This study contributes to the literature by
confirming the positive and significant relationship
between denial and resilience with the women’s
perceived career success in organizations. In our
research, no significant correlation was found
between the resignation and acceptance (as
pessimistic and negative factors) and career success
or its subscales. Given the relationship between
glass ceiling beliefs and the career success of female
healthcare management graduates, healthcare
managers can enhance female employees’ career
success by designing and implementing programs
that strengthen optimistic thinking (denial and
resilience). Initiatives such as career counseling,
leadership skill development workshops, and efforts
to promote work-life balance can facilitate women’s
career advancement in organizations and healthcare
institutions. These measures may foster positive
attitudes and perceptions toward promotion,
minimize pessimistic thoughts (resignation and
acceptance), and help women overcome glass
ceiling barriers to attain career success. Managers
can further increase women’s motivation and
commitment and reduce turnover due to
dissatisfaction by creating supportive work
environments. Efforts in these areas will contribute
to enhancing women’s managerial capabilities,
improving  organizational  performance, and
promoting equity within healthcare organizations.
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