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ABSTRACT: A male-dominated work environment often poses distinct challenges for female employees. Within this setting, it
becomes essential for organizations to implement supportive human resource (HR) practices and cultivate an organizational
climate that encourages employee engagement. This study seeks to: (1) explore female employees' perceptions of HR practices
designed to support their well-being; (2) examine how they experience the organizational climate and the extent to which they feel
acknowledged in a masculine workplace; and (3) analyze how caring HR practices and a positive organizational climate
contribute to fostering employee engagement from the perspective of female employees.

Adopting a qualitative approach, this research collected data through interviews with ten female employees working in a
masculine environment at PLN Indonesia Power. The results show that female employee engagement at PLN Indonesia Power is
influenced by supportive HR practices management such as training and development, work-life balance, career development,
participation in decision-making, and health and well-being. These practices enhance feelings of support, appreciation, and
motivation. These practices promote a sense of support, value, and motivation among employees. The study identifies three core
dimensions of engagement vigor, absorption, and dedication which are further reinforced by challenge-based motivation and the
company’s recognition of employee performance.

KEYWORDS: Employee Engagement, Caring Human Resources Management, Organizational Climate, Masculine Work
Environment, Female Employees

INTRODUCTION

Employee engagement is a critical strategic priority for organizations aiming to enhance performance in today’s competitive
business environment (Kavyashree et al., 2022; Deepalakshmi et al., 2024; Clack, 2021). However, studies show that female
employees often face lower engagement in male-dominated workplaces due to prevailing masculine norms. Challenges include
gender bias, limited access to networks, unequal opportunities especially after motherhood and career-impacting discrimination,
particularly in fields like technology, the military, aviation, and forestry (Tokbaeva & Achtenhagen, 2023; Galea & Chappell,
2022; Zhang et al., 2021; Bridges et al., 2020; Johansson et al., 2020). This highlights the need to address gender inequality
through inclusive and supportive organizational practices. Amid a global context that increasingly emphasizes gender equality,
female workforce engagement in Southeast Asia remains lower than that of men, and this gap has widened in recent years (Gallup,
2023). Furthermore, data show that Indonesia’s Gender Development Index (GDI) is the lowest among Southeast Asian countries.

Source: (Human Development Reports, 2022)
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Within the patriarchal cultural context of Indonesia, women often face greater challenges in achieving success in the workplace
compared to their male counterparts, which negatively impacts their level of work engagement (Sumarto & Permanasari, 2013). In
the Indonesian electricity sector, some female employees are also reported to be less involved in decision-making processes
during work meetings (Larasati et al., 2022). One male-dominated company in this sector is PLN Indonesia Power, a subholding
of PT PLN (Persero) engaged in power generation. The company’s employee composition reflects a gender disparity, with only
10.29% of employees being women and 89.71% being men (PLN Indonesia Power Annual Report, 2022).

In response to this issue, research suggests that one key aspect of enhancing employee engagement is the development of
appropriate human resource management (HRM) practices (Kavyashree et al., 2022). In this context, caring HRM practices offer
an approach that prioritizes employee well-being and aims to create a supportive and positive work environment (Saks, 2022).
Studies on caring HRM practices within organizations indicate that care can benefit both employees and the organization. For
example, caring is associated with psychological conditions namely, meaningfulness, safety, and availability that are linked to
employee engagement (Carmeli et al., 2016; Vinarski-Peretz et al., 2011). Moreover, care has also been positively associated with
improvements in productivity, work quality, and employee engagement (Weziak-Bialowolska et al., 2020).

Saks (2022) states that by implementing caring HR practices such as job design, training, flexible schedules, work-life balance,
decision-making opportunities, health and safety, and career development organizations can foster a supportive climate that
enhances employee engagement. Research shows that employees are more engaged when they feel supported and appreciated by
the organization within a conducive work environment (Puente Riofrio Ml et al., 2024). A climate that promotes diversity and
inclusion including aspects such as age, gender, and position also enhances employee engagement by fostering positive
perceptions (Banono, 2023; Sliter et al., 2014). Moreover, organizations with a positive workplace climate contribute to
improving employee well-being and engagement (Rotman & Strukelj, 2020). Employees who perceive a supportive and positive
work environment tend to be more motivated to achieve organizational goals (Simbajon et al., 2022).

To better understand this relationship, it is important to examine how employees utilize resources and cope with workplace
challenges, where organizational support plays a crucial role (Meijerink et al., 2018; Van, 2020). Therefore, a positive
organizational climate combined with clear and consistent support can encourage employees to invest greater effort in their work.
Thus, employees who feel they receive genuine care from the organization tend to develop a sense of obligation in return, which
can lead to improved employee engagement. In response to this concern, this study aims to explore the perceptions of female
employees in a male-dominated work environment regarding the caring HRM practices and organizational climate they
experience, and how these factors impact the development of employee engagement.

LITERATURE REVIEW

EMPLOYEE ENGAGEMENT

According to Schaufeli et al. (2002), employee engagement is “a positive, fulfilling, work-related state of mind that is
characterized by vigor, dedication, and absorption.” Rich et al. (2010) define employee engagement as when an individual “brings
their full physical, cognitive, and emotional energies” to actively and earnestly perform their job. Research has shown that
employee engagement plays a crucial role in meeting organizational needs, both from the perspective of employees and the
organization as a whole (Bhuvanaiah & Raya, 2014; Mansor et al., 2023; Osborne & Hammoud, 2017). In line with the previous
statement, Saks (2006) defines employee engagement as a condition in which employees feel supported by the organization, have
engaging work, and perceive work procedures as fair

CARING HUMAN RESOURCES MANAGEMENT

Voorde & Beijer (2014) explain that caring human resource management (HRM) practices are systems that support employee
well-being by providing direct benefits, such as fulfilling psychological needs and enhancing employee well-being, differing from
traditional approaches that focus solely on efficiency or company performance. Additionally, caring HRM practices are linked to
the Job Demands-Resources (JD-R) model and the Personal Engagement model, which recognize the importance of organizational
resources and psychological conditions for employee engagement. The JD-R model is a concept used to understand how job
characteristics can influence employee well-being (Bakker & Demerouti, 2007). Meanwhile, according to Kahn (1990), personal
engagement occurs when organizational members feel psychologically connected to their work roles.

These studies were further developed by Saks (2022), who elaborated that caring HRM practices consist of job design, training
and development, flexible work arrangements, work-life balance programs, participation in decision-making, health and safety
programs, career development programs, and health and well-being programs. These programs benefit employees in terms of
knowledge, growth, development, physical and mental health, well-being, and career success. When organizations implement
caring HRM practices, it shows that they value their employees and are willing to invest time and resources in them (Allen et al.,
2003).
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ORGANIZATIONAL CLIMATE

Schneider et al. (2013) explain that organizational climate is shaped through employees’ social interactions as they interpret the
organization’s policies, practices, and procedures. This atmosphere influences motivation, job satisfaction, and performance.
Steinke et al. (2015) add that organizational climate reflects how employees perceive which actions and policies are supported and
valued, especially in HR management. Saks (2022) defines a caring organizational climate as employees’ perceptions of how
much the organization values and cares for their needs and contributions, which shapes how they interpret their work
environment.

CONCEPTUAL FRAMEWORK

Saks (2022) developed a model indicating that caring HRM practices can enhance employee engagement by creating a positive
organizational climate. A Caring Organizational Climate refers to employees' perceptions of how much the organization supports
their well-being (Saks, 2022). Meanwhile, employee engagement, as explained by Schaufeli et al. (2002), consists of three main
dimensions: vigor, absorption, and dedication. Through in-depth interviews, this study aims to explore how female employees at
PLN Indonesia Power perceive their engagement as being influenced by Caring HRM Practices and a Caring Organizational
Climate.
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Figure 1 Conceptual Framework

RESEARCH METHODS

This study uses a qualitative research method with a phenomenological approach, specifically Husserlian phenomenology, to
explore the essence of individual experiences. Phenomenology helps understand how people experience a certain phenomenon
firsthand. The research also follows an interpretive paradigm, which focuses on understanding human behavior through language,
interpretation, and meaning-making.The study involves female employees at PLN Indonesia Power who work in male-dominated
environments. It explores their experiences and perceptions of caring HRM practices and organizational climate and how these
affect employee engagement. Data was collected through in-depth interviews with ten key informants, chosen until data saturation
was reached. Secondary data such as documents and past research also supported the analysis. Data was analyzed using the
Colaizzi method, which helps identify key themes in qualitative, phenomenological research. The software Atlas.ti was used to
support the analysis. To ensure credibility and dependability, the researcher engaged in detailed observations and conducted a full
audit of the research process.

RESULTS AND DISCUSSION

The tabulation results from the interview coding previously conducted by the researcher revealed sixteen emerging themes from
interviews with ten key informants. These themes are grouped into seven aspects based on Saks (2022) framework: training and
development, work-life balance, employee career development, participation in decision-making, health and well-being,
organizational climate, and employee engagement. The emerging themes will be explained based on the codes and categories
derived from the key informants’ interview results.

Aspect Themes

Training Relevance to Job

Training Support for Career Development

Working Hours Arrangement and Flexibility

Organizational Support for Work-Life Balance and Personal Life

Training and Development

Work-Life Balance
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Career Development Career Development Opportunities

Appreciation for Employee Opinions

Participation in Decision Making | Employee Involvement in Decision-Making

Equality in Decision-Making

Social Support Specifically for Female Employees

Health and Well-being Health and Well-being Support

Regular Health Programs

Equality in Career Opportunities

Policies and Facilities Enhancing Employees’ Sense of Being Valued

Organizational Climate
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Figure 2 Female Employees' Perceptions of Caring Human Resource Management Practices and Organizational Climate
in Building Employee Engagement in a Masculine Work Environment (A Study at PLN Indonesia Power (processed by
Atlas.ti Version 9)
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1. Caring HRM Practices

In this study, eleven main themes were identified that summarize female employees' perceptions of caring HRM practices at PLN
Indonesia Power. These themes cover various aspects such as training and development, work-life balance, participation in
decision-making, career development opportunities, and support for health and well-being. Each theme offers a unique perspective
on the elements that female employees consider important for supporting their well-being in the workplace. The explanation of
each theme aims to provide a deeper understanding of how caring HRM policies are received and experienced by female
employees in this company.
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Figure 3 Female Employees' Perceptions of Training and Development (Processed by Atlas.ti Version 9.0)

In the aspects of training and development, two main factors that support employee engagement are training relevance to the job
and investment in career development. When training is closely aligned with employees’ roles and needs, it boosts their
motivation and commitment (Alola & Alafeshat, 2020; Presbitero, 2016; Jain & Khurana, 2017). Likewise, providing
opportunities for long-term career development makes employees feel valued, increasing their engagement at work (Ameen &
Rizwan, 2023; Nasidi et al., 2020; Semwal & Dhyani, 2017). Therefore, prioritizing relevant training opportunities and long-term
career development initiatives can be a highly effective strategy for organizations aiming to enhance employee engagement.

b. Work-life Balance Programs
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Figure 4 Female Employees’ Perceptions of Work-Life Balance (Processed by Atlas.ti Version 9.0)

In the aspect of work-life balance, two key themes supporting employee well-being are flexibility in working hours and company
support for work-life balance. Flexibility in working hours helps reduce role conflict between work and family, benefiting both
men and women, particularly women with additional home responsibilities (Lapierre et al., 2018; Barck-Holst et al., 2020).
Companies with flexible policies reduce work-related stress and enable employees to manage professional and personal demands
more effectively.

The second theme, company support for personal and family needs, is vital for balancing work and life. Research shows that
programs supporting work-life balance reduce absenteeism and increase work engagement (Barck-Holst et al., 2020). Policies like
childcare services or family leave are crucial for women, particularly in male-dominated environments (Abu Bakar, 2012; Blanch
& Aluja, 2012). Proactive organizational support, such as paid leave and flexible schedules, further strengthens engagement and
productivity (Wayne et al., 2017; Juengst et al., 2019; French & Shockley, 2020; Wood et al., 2020).

c. Career Development Programs
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3

Figure 5 Female Employees' Perceptions of Career Development (Processed by Atlas.ti Version 9.0)

In the aspect of career development, equality in promotion opportunities is crucial for employee engagement. Sridhar et al. (2016)
highlight the importance of merit-based promotions, even in male-dominated fields, as it creates a work environment that values
individual achievements. Career development programs that allow employees to expand skills and gain advancement
opportunities also enhance engagement (Shuck et al., 2018). Aktar & Pangli (2017), Hansaram et al. (2024), and Sekar et al.
(2021) found that career advancement opportunities positively impact engagement, especially for female employees, as they feel a
brighter future within the company.

Additionally, career planning and organizational recognition are vital for engagement, especially for women facing challenges in
organizational structures. Dachner et al. (2021) emphasize the importance of self-initiated development programs, which allow
employees to take charge of their career paths, leading to greater engagement and contributing positively to organizational
success.

IJSSHMR, Volume 04 Issue 05 May 2025 www.ijsshmr.com Page 821



http://www.ijsshmr.com/

Enhancing Employee Engagement Through Caring HR Practices and a Supportive Organizational Climate:
Perspectives from Female Employees in a Male-Dominated Workplace

d. Participation In Decision-Making
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Figure 6 Female Employees’ Perceptions of Participation in Decision Making (Processed byAtlas.ti Version 9)

In the context of employee participation in decision-making, involvement in decision-making is crucial. Research shows that HR
practices encouraging participation positively impact engagement. Employees who feel valued tend to show higher engagement
(Fattah et al., 2022), and providing opportunities for employees to express opinions fosters a positive response (Farndale et al.,
2011). Support from supervisors and autonomy in decision-making further enhance employee motivation and dedication (Holland
etal., 2017; Saks, 2006).

Secondly, appreciation of employee opinions strengthens engagement. Organizations valuing employee input and maintaining
transparency in decision-making encourage positive behavior (Brykman & Raver, 2021). This also contributes to improved
organizational performance (Zhu et al., 2022), career advancement, and well-being (Chamberlin et al., 2017; Sherf et al., 2021).
Finally, equality in voicing opinions ensures all employees, including women, have an equal chance to express their views.
Addressing power imbalances enhances psychological safety and encourages participation (Nechanska et al., 2020; Akinwale,

2019).

e. Health and Wellness Programs

Figure 7 Female Employees' Perceptions of Health and Well-being (Processed by Atlas.ti Version 9)

PLN Indonesia Power (PLN IP) provides routine health programs, including regular health check-ups and weekly sports activities,
to maintain the physical health of its employees. These initiatives, which also include gym facilities, encourage physical activity
and fitness, leading to better employee engagement (Song & Baicker, 2019; Gupta & Sharma, 2016).
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In addition to general health support, PLN IP offers specific benefits for female employees, such as health insurance, menstrual
leave, maternity leave, and routine female-specific check-ups like pap smears. These programs help improve the physical and
mental health of female employees, while also supporting a healthier work-life balance, especially for working mothers (Ernawati
etal., 2022; Apple et al., 2020).

PLN IP also offers a dedicated social support program for female employees through the Srikandi community, which focuses on
providing social and emotional support in a predominantly male work environment. Research shows that such support
significantly reduces stress and improves mental health (Christiansen et al., 2017; Juba, 2024). These efforts highlight PLN IP's
commitment to the well-being of its employees, particularly women.

2. Organizational Climate

Figure 8 Female Employees' Perceptions of Organizational Climate (Processed by Atlas.ti Version 9.0)

The findings of this study show that pro-women policies supporting employee welfare and protection help shape a shared
perception that the organization values employee well-being. This aligns with previous research, which states that caring HRM
practices send a positive signal to employees (Van De Voorde & Beijer, 2015). Providing appropriate support through facilities,
training, and welfare programs strengthens positive perceptions of the organizational climate and makes employees feel valued.
Equal career opportunities, recognition, and professional development are also key aspects of a supportive climate. Appreciation
for employee contributions fosters a sense of being valued, which improves well-being and strengthens engagement (Sekaja et al.,
2022; Nwogwugwu et al., 2022). A positive climate marked by organizational support encourages employee dedication and
contributes to organizational success (Rozman & Strukelj, 2020).

Overall, this study identifies two main themes in female employees’ perceptions at PLN Indonesia Power: the importance of
policies and facilities that increase their sense of being valued, and the significance of equal career opportunities and recognition
in building engagement. In conclusion, when organizations prioritize employee needs and well-being, it creates a positive,
supportive climate where employees feel cared for, safe, and appreciated, ultimately enhancing their engagement and
commitment.
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3. Employee Engagement

Figure 9 Female Employees’ Perceptions of Employee Engagement (Processed by Atlas.ti Version 9.0)

This study explores three themes of employee engagement based on interviews with female employees at PLN Indonesia Power.
The first theme, vigor, encompasses factors such as motivation from job challenges, supportive policies and health benefits,
performance recognition, incentives, a positive work environment, and opportunities for self-development. The second theme,
work dedication, is shaped by supportive policies, health facilities, performance recognition, and self-growth. The third theme, job
absorption, is primarily influenced by motivation stemming from challenging tasks.

In addition to employee-focused HR practices like training, work-life balance, and career development, job challenges and
performance recognition are key to fostering engagement. Employees who feel valued, supported, and challenged in meaningful
work show greater enthusiasm, focus, and dedication. Research confirms that organizational support, especially through health
and well-being programs, strongly enhances employee engagement (Alfes et al., 2013; Canboy et al., 2023; Boccoli et al., 2023).
Clear job targets and meaningful challenges enhance both motivation and enthusiasm. According to the Job Demands-Resources
(JD-R) theory (Bakker & Demerouti, 2007), job demands when perceived as manageable can stimulate engagement. Employees
are more committed when they view their work as meaningful and challenging, reinforcing their dedication to both their roles and
the organization (Kahn, 1990; Saks & Gruman, 2021).

The study highlights that a supportive work environment and forms of recognition such as incentives are key drivers of
engagement among female employees. These findings support that a supportive atmosphere, coupled with rewards, promotes
enthusiasm, dedication, and overall productivity (Rotman & Strukelj, 2020; Na & Chelliah, 2022). Furthermore, performance-
based compensation and a variety of rewards, including bonuses and health initiatives, significantly enhance engagement
(Noorazem et al., 2021).

Company support in the form of wellness policies, performance appreciation, and career advancement opportunities fosters
greater employee commitment and loyalty. When employees feel supported, they are more dedicated an idea supported by Ghosh
et al. (2018) and Lartey (2021), who emphasize the importance of structured career planning. Policies promoting work-life
balance, health insurance, and wellness initiatives further strengthen employee dedication and improve organizational
performance (Werner & Balkin, 2021).

These insights align with Anderson (2024), who asserts that HR strategies focused on employee needs can elevate engagement.
Deepalakshmi et al. (2024) similarly note that employee engagement boosts both organizational performance and individual well-
being. As such, holistic organizational support not only nurtures engagement but also builds long-term employee loyalty. When
employees feel valued, they are more likely to be engaged and contribute meaningfully to organizational goals (Choudhury &
Mohanty, 2019; Imran et al., 2020). A people-centric management approach enhances participation and engagement across all
dimensions vigor, dedication, and absorption strengthening overall employee loyalty (Jemini-Gashi et al., 2019).

Regarding job absorption, the study identifies performance-driven motivation as a key element. Employees become deeply
engaged when they view work challenges and goals as aligned with their skills. Interviews revealed that beyond supportive HR
practices (as emphasized by Saks, 2022), the nature of the job itself particularly its demands and challenges plays a pivotal role in
sustaining employee focus and engagement.

This finding resonates with Kahn (1990), who argued that job absorption intensifies when work demands align with employees’
capabilities. Similarly, De Spiegelaere et al. (2017) noted that the interplay between job demands and resources significantly
shapes engagement. Eldor (2016) also found that well-aligned challenges are perceived as opportunities rather than stressors. In
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such cases, employees tend to be more proactive and engaged, employing effective coping strategies to manage their tasks (Kwon
& Kim, 2020).

In conclusion, this study identifies vigor, dedication, and absorption as the key themes driving engagement among female
employees at PLN Indonesia Power. Beyond supportive HR practices like training, work-life balance, career development,
involvement in decision-making, and health initiatives, engagement is also fueled by work challenges and performance
recognition through appreciation and incentives. Organizational support in the form of welfare facilities and personal growth
opportunities enhances this engagement. Employees who feel both valued and challenged exhibit stronger motivation and
dedication, fostering a more engaged and productive workplace.

CONCLUSIONS

This study concludes that female employee engagement at PLN Indonesia Power, within a male-dominated work environment, is
strongly influenced by supportive human resource management practices and an inclusive organizational climate. Five main HR
practices training and development, work-life balance, career development, participation in decision-making, and employee health
and well-being directly impact female employees’ sense of support, security, and appreciation in the workplace.

Training and development programs aligned with employees' roles, alongside clear career development opportunities, enhance
confidence and motivation. Flexible working hours and welfare policies positively affect work-life balance, while equal career
opportunities strengthen female employees’ belief in their professional growth potential. Participation in decision-making
processes fosters a sense of belonging, as employees feel their opinions are valued and contributions appreciated.

Health and well-being initiatives, including routine health programs, facilities for female employees, and corporate health
insurance, provide essential support for balancing work and personal life. The presence of female employee communities further
strengthens solidarity and engagement. An organizational climate that promotes gender equity, employee welfare, and recognition
of women’s achievements also plays a crucial role in increasing motivation and engagement.

The research identified three core themes of engagement: vigor, absorption, and dedication. Beyond the five HR practices,
challenge-based motivation and performance appreciation through recognition and incentives emerged as additional key factors.
Female employees who feel valued, challenged, and supported by both policies and professional development opportunities
demonstrate higher motivation, focus, and commitment to their roles within the company.
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