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ABSTRACT

Consequently, this may lead to the nation aspiration of becoming higher education hub in
the region. Thus, understanding individuals’ interest towards pursuing academic career
may lead to the recruitment of quality academics. A quantitative study was carried out
involving 463 third year undergraduate students in selected universities. Passion, role
model, and workplace flexibility had been found to significantly predict the intention to
pursue academic career based on social cognitive career theory. In addition, career
decision-making self-efficacy was found to be a significant intervening role that motivate
further one’s confidence in pursuing academic career. Factor analyses led to the
identification of new variables which significantly predict the criterion variables.
However, the strength of relationship between each variable to criterion variable differs.
Passion, supportive role models, and perceived workplace flexibility were found to be
significantly predicting intention to pursue academic career. On the other hand, perceived
workplace flexibility was found to have less influence when compared to the other two
variables. Meanwhile, career decision-making self-efficacy of assessing personal and
occupational features and career decision-making self-efficacy of gathering occupational
information were well reported to partially mediate the relationship of passion and
supportive role models, and the criterion variable.

Keywords: quality academics, academic career intention, passion, role
model, workplace flexibility, career decision-making self-efficacy

DOI : https://doi.org/ 10.30596/ijbe.v1il1.3441
JEL Classification : O, 01, 015

@ ® @ Published by IJBE, Indonesia | Copyright © 2019 by the

o Author(s) | This is an open access article distributed under the
Creative Commons Attribution License
http://creativecommons.org/licenses/by/4.0), which
permitsunrestricted use, distribution, and reproduction in any
medium, provided the original work is properly cited.

Cite this article as:

Dasan, J., (2019). Recruiting Quality Academics: The Relationship of Passion, Role
Model, Workplace Flexibility, and Career Decision-Making Self-Efficacy.
International Journal of Business Economics (1JBE), 1(1), 20-37.

Faculty of Business, Economics & Accountancy, Universiti Malaysia Sabah
Jalan Jalan UMS, 88400 Kota Kinabalu, Sabah, Malaysia
*Corresponding Author: jakaria@ums.edu.my

20


http://jurnal.umsu.ac.id/index.php/ijbe
http://creativecommons.org/licenses/by/4.0

|JBE

International Journal of Business Economics, 1(1), 22-38, September 2019
http:/ /jurnal.umsu.ac.id/index.php/ijbe
eISSN 2686-472X

INTRODUCTION

Once, Year 2020 as it is famously recognized as “Wawasan 2020”, has become the
benchmark year for Malaysia to reach its status as a fully developed nation. This is the time,
where Malaysia is expected to reach its higher education height as well (Mok & Yu, 2011;
Morshidi Sirat, 2005, 2006). In other words, higher education has been recognized as one of
the indicators that support Malaysia’s credibility to be known as the fully developed nation.
This is in line with the dogma that only higher education could well-equip human capital with
necessary capacities. As a consequence, this will enable them to adapt and survive in the
challenging environment (Elhag, 2011). It is also through higher education that
knowledgeable and skill workforces are created. In its commitment to realize these
aspirations, Malaysia has aimed high not only to become a higher education regional centre,
but also to become a global education hub (Yean & Yi, 2000). Hence, scaling up the ranking
ladder, and to be amongst the best higher education providers. In order to meet this aspiration,
it is essential to having quality academics.

Since the previous government, the relevant ministry has taken some strategies to fulfil
this aspiration (Tham & Kam, 2008; Ministry of Higher Education, 2007). The strategies
include the introduction of Malaysian Education Blueprint (MEB) 2013-2015, and the
implementation of National Higher Education Strategic Plan. The move to separate Ministry
of Education and Ministry of Higher Education was another effort to act more actively than
before (Singh, Kaur, Schapper & Jack, 2013). Proactive promotion of the internationalisation
of higher education through global network has strengthen further the visibility of Malaysian
higher education provider (Tham & Kam, 2008). Various achievements received including
the 11" ranked of higher education preferred destination in the world as recognized by World
Education Service Report (Zulkifli Abd Rahman., 2014, April 13). The new government that
took over the reign has started to make modest achievements by starting with merging back
the Ministry of Education to spearhead the embark of becoming notable higher learning
provider in the region.

Notwithstanding, it has been a global dilemma that staff numbers have not kept up with
the heavy increase in the student population (Court, 1999). Study among UK academics found
this scenario of imbalance number of the student-staff ratio had risen steadily. Similarly,
Malaysia has experienced the same tendency. The enrolments of students and staff employed
(Ministry of Higher Education, 2008-2017; Ministry of Education, 2018) displays the
growing enrolment of international students which will add to the high expectation of existing
40 per cent of local students pursuing their higher education. Meanwhile, the constant
increase of expatriate staff from 2007 to 2012 suggests that there is a demand on certain
subject areas that locals could not cover. Even though the proposed ratio of 1:17 might look
well (Ahmad Nurulazam Md Zain, et al., 2008) but it is not in practice across and within the
public universities (IPPTN, 2006). To make matter worst, the widespread retirements in this
decade which had been predicted a decade ago (Lindholm, 2004), poses as another threat to
the effort of providing sufficient number of academics. In short, there is a need to recruit
larger number of new faculty in the replacement of senior generation of academicians.

Understanding better how personal and contextual factors operate together to shape a
direct relationship with the intention to produce quality academics can be useful in order to
attract newcomers to academic profession. In other words, there is a need to investigate
factors that will incite individuals’ interest to academic career to achieve the aspiration of
becoming global higher education hub. In other words, one’s strong intention to become
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academics may directly inspire one to become quality academics. Literature reviews suggest
that passion, role model, workplace flexibility, and career decision-making self-efficacy could
predict the intention to pursue an academic career.

Intention to Pursue Academic Career

Academic career refers to a career as academics in higher learning institutions.
Academic career is known as helping profession in which personal and social experiences, as
well as inspiration to serve others are identified as the important criteria (Fischman, Schutte,
Solomon, & Wu Lam, 2001). With reference to the term “intention to pursue a career,”
Oxford Advance Learner’s Dictionary defines intention as an individual’s desire to try or to
achieve something over a period of time. Studies (such as Cohen & Parsotam, 2010; Johnson
et al., 2008) provided the definition on the intention to pursue a career as the subjective
probability of individuals choosing to pursue a career.

Studying individuals’ intention to pursue academic career, especially among those
individuals below 24 years old is relevant since these individuals have yet to reach their
career maturity stage (Super, 1957). Super (1957) stated that as individuals are about to reach
the age of 24, they will decide on which career to pursue. The current study used the sample
of undergraduate students, who get better exposure to academic career since they are in the
higher learning institution already. It is high time for them to think of the career they intend to
pursue toward the end of their study year (Super, 1957). Astin (1984) reported that students
aspire to pursue academic career as long as the career can provide adequate income for
survival needs, brings pleasure, and allows contribution through research, writing and
teaching. Thus, Astin’s (1984) finding revokes the idea that individual seek academic career
to accumulate financial wealth. Rather, individual may pursue academic career because of the
intrinsic and extrinsic motivation.

Social Cognitive Career Theory

Social cognitive career theory (SCCT) (Lent, Brown, & Hackett, 1994; Gore &
Leuwerke, 2000) was developed as a way to understand and explain individuals’ vocational
interests, choices, and performance. Lent and colleagues (2002) found that SCCT was more
suitable to be used in explaining career related to academia. This confirms the appropriate
usage of SCCT in describing the relationship of all variables involved in this study.

Lent and colleagues (1994, 2000) proposed that SCCT can moderate and directly affect
interests into goals, and goals to actions. Similarly, SCCT promotes the notion that career
interests are regulated by self-efficacy and an outcome expectation that may form lasting
interests in activities when they experience personal competency and positive outcomes.
However, having less confidence with one’s competency will only cause people to avoid
activities. Especially, when facing barriers or receiving inadequate supports that may hamper
individuals’ intention to put career interest into actions. Thus, SCCT caters the idea that
perceived contextual supports and lack of barriers will facilitate the realization of interest into
goals, and goals into actions. It is believed that supports received from role model could ease
the barriers that may block individuals’ intention. In addition, government’s continuous effort
in making academia a conducive working environment plays a major role in attracting more
individuals to academic career. In short, individual passion, better supports and lesser barriers
represent personal and contextual factors that could lead to the intention to pursue a career as
described by SCCT.
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Personal Factor of Passion

The current study confines the meaning of the word passion to energy, desire,
enthusiasm, emotion, and motivation that one puts on while pursuing academic career choice
(Sumerlin & Littrell, 2011). In view of this, passion is directly associated to what make one
wants to become academician which includes one’s love for ideas, love for educating others,
and love for students (Fried, 2001). In academic profession, interests towards teaching, doing
research, and performing service will enable anyone to succeed in the career. Various authors
state that teachers’ passion in teaching and knowledge develop as a result of some emotional
attachment (Day, 2004; Day, et al., 2007; Elliot & Crosswell, 2002). Emotional attachment
acts as intrinsic motivation that drives personal desire and motivation. Such engagement of
desire and motivation generates passion which forms a crucial link between the work and
individuals’ personal level of commitment (Day, 2004; Elliot & Crosswell, 2002). A study by
Norshima Zainal Shah (2008) revealed that academicians will instill good knowledge to their
students if the academicians feel sensitive to the well-being of the students. As a consequence,
the passionate academicians could extend the important education to the students (Norshima
Zainal Shah, 2008).

There are two models of passion; namely, harmonious and obsessive (Vallerand &
Houlforth, 2003). This dualistic model of passion produces different behavioural outcomes.
Harmonious passion is linked to the positive emotion, concentration and flow, while
obsessive passion is associated with the development of negative emotion. According to
Vallerand and Houlforth (2003), people with harmonious passion are capable of maintaining
and controlling over the passionate activities. This is because they could physically and
mentally disengage from the excessive work activity when needed. On the other hand,
obsessive passion leads people to a rigid persistence, which may implicate negative
consequences (Boice, 2000) such as, burnout (Vallerand, et al., 2010). Despite its capability
to continuously energize people (Dlugos & Friedlander, 2001), a too rigid involvement in
emotionally demanding situations can also cause burnout. Burnout takes place when passion
turns one into the state of physical, emotional, and mental exhaustion (Figley, 1995). Burnout
occurs because one engages too much intensity in the particular activities that one neglects
other important activities in life (Coulehan, 2002). Carbonneau and colleagues (2008)
concluded that an increase in harmonious passion may enhance work satisfaction and reduce
burnout. On the other hand, an increase in obsessive passion will only reduce work
satisfaction, and lead to burnout (Carbonneau et al., 2008). Hence, it was predicted that
obsessive passion may jeopardize the duration of intention, but not for harmonious passion.
Consequently, hypotheses were developed as follow;

H1 : There is a significant relationship between the models of passion (harmonious and
obsessive) and intention to pursue academic career.

H1.1: Harmonious passion is positively related to the intention to pursue an academic career.

H1.2: Obsessive passion is negatively related to the intention to pursue an academic career.

Influential Role Model

Role models exert influence directly or indirectly (Nauta & Kokaly, 2001; Fried &
McCleave, 2009). However, the level of influence depends on the type of relationship
(Fouziah, Amla & Ramlee, 2010). According to Fouziah and colleagues (2010), role model
may influence individual’s career decision through healthy relationship in which there is a
direct relationship between the role model and the modeller. According to Lent and
colleagues (1994), SCCT describes a direct effect of role model on career choice. As
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espoused in SCCT, role model provides vicarious learning experiences that increase the
tendency of individuals to choose a specific career (lent et al., 1994). This is supported by the
fact that learning experiences are gained as a result of a particular teacher’s influence
(Goldacre et al., 2005). Anderson and Gilbride (2005) found that those who are still
undecided about their future career choice could be influenced by receiving career
information. This could take place if direct support is provided by role model (Nauta &
Kokaly, 2001) such as providing necessary information to enthusiast students.

Nauta and Kokaly (2001) also found that the indirect influence is adequate to assist the
gathering of needed occupational information. This is because individuals would find it easier
to recognize characteristics and goals that are deemed worthy for them to imitate. Quimby
and DeSantis (2006), who studied the career choice of female undergraduate students,
revealed that role models have a small but significant direct influence on career choice. The
more the exposure given to role models, the better the female students feel in making career
decision. In other words, modelling is capable of providing vicarious learning experiences
that increase individuals’ liking on a career (Perrone et al., 2002). In fact, the successful
career achieved by role model itself will create a strong belief to others that they too could
succeed in the same field as their role models (Perrone et al., 2002). Furthermore, vicarious
learning may establish the required general support (Nauta & Kokaly, 2001) which increases
individuals’ self-efficacy and build individuals’ confidence with the career (Fieldt et al.,
2010). In addition, Fried and MacCleave (2009) argued that academic career is different from
other careers since academic careers involve activities of teaching, doing research, and
performing community service in which individuals may learn better and faster through
supportive role models (Fried & MacCleave, 2009). Different from supportive role model,
inspirational role model seems to exert strong influence among teenagers who have yet
entering the university. Therefore, it was hypothesized in this study that;

H2 : There is a significant relationship between role models and intention to pursue
academic career.

H2.1 : Supportive role model is positively related to the intention to pursue an academic
career.

H2.2 : Inspirational role model is negatively related to the intention to pursue an academic
career.

Contextual Factor of Perceived Workplace Flexibility

The current study also identified perceived workplace flexibility as another relevant
factor that may predict individual’s intention to pursue a career, especially academic career
choices (Carbonneau et al., 2008). Hill (2008) defined workplace flexibility as “the ability of
workers to make choices influencing when, where, and for how long they engage in work-
related tasks” (p.152). In previous researches on workplace flexibility, schedule flexibility had
been identified as the core dimension of workplace flexibility. Schedule flexibility is related
to autonomy of work time (Vallerand, et al., 2003) in which individuals have the autonomy or
freedom to decide on their work time schedule. The phrase “as the time you start and finish
work” is often used to show the management concern related to working hours since
academicians are knowledge workers who know how to best execute their functions (Drucker
& Maciariello, 2004). According to Drucker (2004), knowledge workers must be
autonomous, in which knowledge workers need freedom to carry out the tasks assigned.
Workplace flexibility provides such freedom. For instance, academics may discuss their
teaching schedule prior to faculty’s endorsement. This act indicates how a flexible condition
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being highly valued in academia. In addition to schedule flexibility, the other elements of
workplace flexibility concerns the place of work and time that allows individuals to entertain
their personal or family matters during working hours (Vallerand, et al., 2003). At far, there is
no major issue concerning place of doing work in public universities in Malaysia. Meanwhile,
the allowance for personal leaves, which refers to a permission given to individuals for an
hour or two to tackle personal or family matters, indicate strongly the perceived workplace
flexibility found in academia.

Nowadays, flexible place to do the job becomes practical in parallel with the
technological advance. Workers may sometimes telecommute that allow them to work
remotely. In fact, this arrangement proves that workers can still successfully accomplish their
job (Hartman, 2006). Thus, while doing their work, they can also accommodate their personal
or family needs. Study showed that individuals’ inability to entertain both domain of work
and family may cause stress leading to family work conflict (Greenhaus & Beutell, 1985).
This work-family conflict usually arises from the difficulty of adjusting working hours
(Bruck, Allen, & Spector, 2002; Spector et al., 2004). Hence, to ensure that work-family
conflict can be minimized, schedule flexibility is necessary (Hill et al., 2008). Schedule
flexibility allows workers to arrange their working hours according to the time based or
weekly based which is known as flextime (Hill et al., 2008). Flextime, which refers to the
arrangement of daily work hours, gives employees a flexible working hour as long as the
employees are at work during the core hours (Maleske, 1995). Schedule flexibility is also
related to personal control in scheduling when one wants to do the work including working
hours and the time of days (Vallerand & Houlfort, 2003). Having the personal control, one
could manage the work-family boundary better (Bobinsky, 2009) in which one can mitigate
the effect of stress as a result of having in control of their working hours, and the way they
handle the related tasks (Halpern, 2005). In relation to the autonomy in deciding work time or
schedule flexibility, the allowance for personal leave is also considered as an important
gesture from the employer which shows that the management is care about its employees.
Taking time off for an hour or two to deal with personal or family matters during working
hours has been highly valued by employees (Vallerand et al., 2003). In brief, academic career
needs to meet such expectation in order to attract people to pursue academic career.
Therefore, the following hypothesis was proposed;

H3: Perceived workplace flexibility is positively related to the intention to pursue academic
career.

Intervening Effect of Career Decision-Making Self-Efficacy

Career decision-making self-efficacy (CDMSE) investigates individuals’ confidence in
making career decisions (Betz, Klein, Taylor, 1996; Taylor & Betz, 1983). CDMSE composes
of five dimensions; namely, accurate self-appraisal, problem solving, planning, goal selection,
and occupational information. These five dimensions represent the five competencies in the
sub-scales of Career Decision-Making Self-Efficacy Scale. High efficacy on these tasks
means high career decision-making self-efficacy. Individuals with higher career decision-
making self-efficacy, may have higher career exploration behaviour and vocational identity.
Study showed that students who are more confident in their ability to complete the tasks
related to career decisions were more certain because they have a clear vision of their goal,
strengths, and interests (Gushe, Clarke, Pantzer, & Scanlan, 2006). Taylor and Betz (1983)
revealed that career indecision among university students is due to their inability to make a
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choice. On the other hand, students who were less confidence in career decision-making tasks
were also less confidence in making career choices.

CDMSE had served as a significant mediator to motivate people to achieve special
goals, such as pursuing a career in particular areas (Feltz & Payment, 2005). A study on
undergraduate students revealed that problem solving subscale was the most difficult task to
do, while self-appraisal and occupational information subscales as the least difficult (Isik,
2010). The study also found that the older group (21 and over) scored significantly higher on
goal selection, planning, self-appraisal, and occupational information subscales than younger
group (20 years of age and below). In addition, CDMSE displays the ability to make career-
related decisions in which low score on CDMSE indicates the inability in career-related
decisions. Consequently, this may have an impact on students’ future career plan.
Furthermore, Patton and Creed (2007) found a significant correlation between CDMSE and
students’ career aspirations and expectations in which students who earned a high score in
CDMSE scale were those students who were high in career aspirations and expectations.
Thus, the five tasks of career decision making need to be at a significant score to ascertain
that one is ready to make a career choice (Bakar, Zakaria, Mohamed, & Hanafi, 2011).

Based on Baron and Kenny’s (1986) mediation model, the mediating effect of career
decision-making self-efficacy on the relationship between personal factor of passion, and
contextual factors of role model and workplace flexibility would exist only in the presence of
the following criteria: (1) the effect of passion, role model, and workplace flexibility on
intention to pursue academic career is significant; (2) the effect of passion, role model, and
workplace flexibility on career decision-making self-efficacy (CDMSE) is significant; and (3)
when CDMSE is added to passion, role model, and workplace flexibility as an explanatory
variable of intention to pursue academic career, the effect of CDMSE could be significant.
The mediating effect might cause the influence of passion, role model, and workplace
flexibility on academic career choice to be significantly reduced. In the case where large
reduction has occurred, the effect of passion, role model, and workplace flexibility become
non-significant or zero. This is the case where CDMSE could have full mediation. The
following hypotheses were developed to test the mediation impact of CDMSE;

H4: Career decision-making self-efficacy tasks significantly mediate the relationship between
passion, role model and perceived workplace flexibility, and intention to pursue academic
career.

In the end, the hypotheses developed to the following theoretical framework;

|

Passion Career Decision-Making Self-Efficacy Intention to Pursue an Academic Career
Supportive Role Model 3| Assessing Personal & Occupational Features || - Interest to Pursue Academic Career

Inspirational Role Model - Gathering Occupational Information - Extrinsic Importance Attached to Academic Career
Perceived Workplace Flexihility - Making a Realistic Planning - Intrinsic Importance Attached to Academic Career

Figure 1. The Theoretical Framework
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RESULTS AND DISCUSSIONS
The Impact of Passion in Pursuing Academic Career
As defined earlier, passion refers to individual’s strong desire to a particular activity in which
he or she is keen to invest time and energy to engage in it (Vallerand et al., 2003). Vallerand
et al. (2003) identified two types of passion; namely, harmonious passion and obsessive
passion. It was found that harmonious passion positively guides people to a successful
outcome, while obsessive passion vice versa (Forest et al., 2011; Carbonneau et al., 2008;
Vallerand et al., 2003). Nevertheless, the current study presented different views. Factor
analysis led to only one dimension of passion which was termed as passion. Five items were
from harmonious passion, while four items were from obsessive passion. This nine-item
passion describes individuals’ strong interest in pursuing academic. In addition, passion will
not cause burnout (Carbonneau et al., 2008) in the case of intention to pursue academic
career. Hence, no psychological adjustment needs to take place (Piasentin & Chapman, 2006).
In contrast to Vallerand and Houlforth (2003), factor analysis revealed that intention to
pursue academic career would not cause a positive (harmonious) or negative (obsessive)
effect. Instead, it will indicate whether individuals will proceed in developing their passion in
pursuing academic career or not interested in pursuing at all. Thus, the items that form the
new variable of passion could indicate individuals’ seriousness in pursuing the academic
career. The Cronbach’s alpha of 0.87 suggested that passion scale has a higher reliability
scale. In other words, the merging of harmonious and obsessive items could form a strong
measure of passion scale that is useful to investigate the effect of passion on intention to
pursue academic career. In addition, passion scored a mean value of 3.21. This score implied
that there is an interest among respondents on intention to pursue academic career. As a result
of factor analysis, hypotheses were then modified.

The Influence of Supportive and Inspirational Role Models

The development of the new variable for role models is timely since literatures on academic
career choice is still lacking (Quimby & DeSantis, 2006; Perrone et al., 2002). The
identification of the new variable could make ease the understanding of Gen-Y’s career
aspirations who put great emphasis on mentoring (Dries et. al., 2008; Broadbridge et al.,
2007). Moreover, higher education begins to gain high demand as shown by the speedy
development on more infrastructure projects related to higher education. Malaysia, itself, is in
its pursuance to embark on as the competitive higher education provider in the region (Tham
& Kam, 2008; Yean & Yi, 2007). Subsequently, due to the factor analysis, the research
question which originally sought to investigate the relationship between role models and
intention to pursue academic career has been changed to investigating the relationship
between supportive role models and intention to pursue academic career, and the relationship
between inspirational role models and intention to pursue academic career.

Supportive Role Models. Supportive role models contain seven items that suggest the
availability of role models in providing direct assistance to individuals interested in pursuing
academic career. The five items found in this variable refer to (1) the availability of someone
in helping individuals to weigh the pros and cons of making academic career as a choice, (2)
considering academic career as an option, (3) supporting in the making of academic career as
a choice, (4) making academic career choice, and (5) making important career decision.
Meanwhile, the remaining two items came from inspirational role models; namely, having a
mentor in academic career, and having someone showing general strategies for a successful
life. The development of supportive role models supports the finding made by Richardson and
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Watts (2005) who claimed that supportive role models who keen to provide direct assistance
will produce greater impact on one’s intention.

There is a high internal consistency reliability recorded over the items in supportive role
models (0.83) in which the items measuring the effect of supportive role models are
considered good enough. In addition, the mean values for this variable also had a strong score
of 3.62 which implied individuals’ perception on the influence of someone, especially among
academicians, in assisting individuals’ intention to pursue academic career. In fact, among the
predicting factors, supportive role models scored the highest mean value. In view of this
finding, it could be concluded that the necessity of having supportive role models is warranted
when dealing with intention to pursue academic career.

The results were in line with Fouziah et al.” (2010), Fried and MacCleave’s (2009), and
Nauta and Kokaly’s (2001) findings that a healthy relationship could transpire from the direct
assistance of influential others (Gemme, 2005). Consequently, individuals will be ready to
decide on a career. Moreover, Fauziah Nordin (2009) revealed that in collectivist society,
such as Malaysia, this type of role models (supportive role models) who provides direct
assistance is highly expected. Nauta and Kokaly (2001) asserted that some career choices
need detailed information for one to make a decision to pursue. Academic career is one of the
career choices. It is necessary for aspirations to get further information about academic career
in order to successfully pursue the career. For example, individuals might want to be friends
with some academicians so that they could get better information on which field or subject
they should go for. In the course of time, individuals build a close relationship with their role
models who will later furnish them with the right information as well as the right advice
(Perrone et al., 2002).

Inspirational Role Models. Factor analysis showed that inspirational role models have
some items from supportive role models. This variable has five items in which two of the
items came from supportive role models and the other three items came from inspirational
role models. All items indicated that none of the role models can provide direct assistance in
matters about academic career choices. The internal consistency reliability showed a high
Cronbach’s alpha of 0.82. This meant that the items in inspirational role models blended well
as a measure. The mean value score of 3.37 indicated that this variable could exert influence
on the intention to pursue academic career as well.

In brief, the current study which investigates individuals’ intention to pursue academic
career found that the relationship with supportive role models seems more relevant than from
inspirational role models, particularly, among final year students (Lockwood & Kunda, 1997).
According to Lockwood and Kunda (1997), inspirational role model could produce greater
effect among first year students only. However, as the students reach their final year, the
students require role models who could guide them instantly when needed. In addition,
individuals will be inspired only if individuals found the inspirational role models are
motivating and inspiring in which the inspirational role models’ accomplishments seemed
attainabale (Lockwood & Kunda, 1997). On this note, Walqui (2000) postulated that role
model should be the one who can strongly affect individuals’ desire and ability to learn more.

In view of this, supportive role modle would not only provide support but also act as
mentor who is around when needed (MacCallum & Beltman, 2002). According to MacCallum
and Beltman (2002), mentoring has been known as the popular act of giving support and
guidance. Supportive role models also offer strategies on how to be successful in the career
chosen. For instance, in developing individuals’ research skill which is relevant to successful
academic career (Adedokun et al., 2011). In fact, Lent et al.” (1994) stated that attentive
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learning from the relationship built with role models will enhance students’ efficacy. Gibson
(2004) revealed that the relationship built with role model could influence self-concept and
provide learning, motivation, and inspiration. In addition, the role model not only provides
general information on achieving the goal (becoming academician) but also show the path to
achieve that goal. In short, the exposure to role model, in this case, the supportive role model,
would increase the attainment of career aspiration as well (Nauta et al., 1998; Nauta &
Kokaly, 2001; Shapiro et al., 2013). Therefore, based on the argument about supportive role
models, the items in supportive role models may become the appropriate measure in studying
the career intention of academic career choices.

Perceived Workplace Flexibility

Perceived workplace flexibility refers to the degree in which individuals envisage the work
arrangement in the career so that individuals are able to make choices to arrange the core
aspects of their professional lives, particularly regarding where, when, and how long work is
performed (Hill et al., 2008). Lu et al. (2008) defined the meaning of workplace flexibility as
the consideration given by direct supervisor to entertain personal or family matters for an hour
or two. The current researcher conceptualized the definition of perceived workplace flexibility
mainly based on these two definitions. Since respondents are final year undergraduates, the
current research defined perceived workplace flexibility as one’s ability to perceive the choice
that one has in arranging the core aspects of one’s professional lives with regards to where,
when, and how long work is performed (Hill et al., 2008) and time permitted to attend
personal and family matters that can be considered by the employer (Lu et al., 2008).

The Mediating Effects of Career Decision-Making Self-Efficacy

This study attempts to examine the mediating effects of CDMSE’s confidence to handle tasks
on the relationship between each of the dimension of intention to pursue academic career (the
dependent variable) and the motivating factors (the independent variables). The current study
indicated that only CDMSE’s confidence to handle task of assessing personal and
occupational features, and CDMSE’s confidence to handle task of gathering occupational
information had a partial mediation effect. Meanwhile, CDMSE’s confidence to handle task
of making a realistic planning was not supported for having a mediation effect.

The Mediating Effects of CDMSE’s Confidence to Handle Task of Assessing Personal
and Occupational Features

CDMSE’s confidence to handle task of assessing personal and occupational features partially
mediated the relationship between passion and interest to pursue intention. This means that
passion has both direct and indirect effect on interest to pursue intention when mediated by
CDMSE’s confidence to handle task of assessing personal and occupational features. In other
words, the result implies that one may have passion in academic career, but one may still not
follow through their intention to pursue the career unless one found the match between the
characteristics or the aspects of the career, and one’s expectation. As revealed by Gushe et al.
(2006), individuals’ confidence in performing the tasks is associated with the compatibility of
the career to what individuals expect the career to be. In relation to that, the eleven items in
CDMSE’s confidence to handle task of assessing personal and occupational features, which
recorded very significant factor loadings do measure the relevant aspects. Those items
indicate the preference of individual to the characteristics of a particular job or career that will
incite individual’s interest to pursue the intention. In conclusion, the knowledge that one has
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on the detail aspects of the career would increase or decrease one’s preference of the career.
Thus, the more knowledge that one has on the details of the career, the greater the interest to
pursue intention would be, in which having passion alone would not determine the intention
to pursue the career.

The other relationships that are partially mediated by CDMSE’s confidence to handle
task of assessing personal and occupational features include the relationship between passion
and extrinsic importance attached to academic career, and the relationship between supportive
role models and extrinsic importance attached to academic career. This means that both
passion and supportive role models have a direct and indirect positive relationship with
extrinsic importance attached to academic career when mediated by CDMSE’s confidence to
handle task of assessing personal and occupational features. Passion almost produced
moderate effect of 29.1 per cent of variation in extrinsic importance attached to academic
career, while, supportive role models exerted a small effect of 15.2 per cent. According to
Cohen's (1988) conventions to interpret effect size, a correlation coefficient of .10 represents
a weak or small association, a correlation coefficient of .30 represents a moderate correlation
and a correlation coefficient of .50 or larger is thought to represent a strong or large
correlation. These results revealed that the information on extrinsic benefits of academic
career might lure one interest in pursuing the intention. Moreover, the reliance on role models
to furnish the information about the extrinsic benefits could further enhance the intention to
pursue the career. However, one may still not follow through one’s intention to pursue
academic career unless one is sure enough that there is compatibility between the
occupational features and one’s personal preference.

Indirectly, the results revealed that one’s eagerness to pursue a career would become
much higher if one knows the positive impact or the benefits that the career could bring to the
society. In view of this, it could be interpreted that supportive role models might directly or
indirectly affect one’s intention to pursue academic career as a result of the extrinsic
importance attached to academic career. It has become evident that for role models who share
information about the interesting academic career with others such as through close research
supervision or mentor-mentee program, these role models would least likely talk about the
significant of other careers than academic career. As a consequence, this type of role models
(role models with direct at influence) would incite individuals’ interest in academic career. In
addition, one could get the right information of the extrinsic importance attached to academic
career related to academic career from role models who often interacts with students.
Nevertheless, the partial mediation effect indicated that supportive role models would only
provide the necessary information of extrinsic benefits if one sees common characteristics of
the career and oneself.

The Mediating Effects of CDMSE’s Confidence to Handle Task of Gathering
Occupational Information

Current study revealed the impact of passion on interest to pursue intention as mediated by
CDMSE’s confidence to handle task of gathering occupational information. In addition, the
study also exposed the impact of passion and supportive role models on extrinsic importance
attached to academic career as mediated by CDMSE’s confidence to handle task of gathering
occupational information. This means that passion has both direct and indirect effect on
interest to pursue intention when mediated by CDMSE’s confidence to handle task of
gathering occupational information. In other words, the result implies that one is unsure to
fulfil the intention to pursue academic career just because of the passion in academic career.
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However, if one found that there is enough information about the academic career one will
pursue the intention seriously. When one is confident with the related information gathered
about the academic career, one has the tendency to be more committed in pursuing the career
(Anderson & Gilbride, 2005). For instance, even though academician have been called to
contribute more in research outputs, academic career is still closely related to having a
flexible work schedule and arrangement. Apart from the core tasks of teaching and doing
research, some challenges may appear in the form of administrative dissatisfaction (Haryani
Haron et al., 2010). Thus, ability to perceive these issues and challenges could be known
through the information gathered which may positively affect one’s intention to pursue
academic career. In short, information gathered about the career’s challenges and issues
would increase or decrease one’s preference of the career. Thus, the more knowledge that one
has on the career, the greater the interest to pursue intention would be in which having
passion alone would not determine the intention to pursue the career.

The other relationships that were partially mediated by CDMSE’s confidence to handle
task of gathering occupational information include the relationship between both passion and
supportive role models, and extrinsic importance attached to academic career. Passion
produced an almost moderate effect (0.29) of variation in extrinsic importance attached to
academic career, while, supportive role models exerted a small effect (15.1). These results
revealed that the information on extrinsic benefits of academic career might lure one’s interest
in pursuing the intention. Moreover, the reliance on role models to furnish the information
about the extrinsic benefits could further enhance the intention to pursue the career. However,
one may still not follow through one’s intention to pursue academic career unless one is sure
enough that one is capable of perceiving all the issues and challenges related to academic
career.

The Rejection of Career Decision-Making Self-Efficacy’s Confidence to Handle Task of
Making a Realistic Planning
The hierarchical regression analyses found impressive influence on CDMSE’s confidence to
handle task of assessing personal and occupational features and gathering occupational
information. Nevertheless, CDMSE’s confidence to handle task of making realistic planning
was not supported as having a mediator effect on any of the dimension of intention to pursue
academic career. This is due to the fact that items forming CDMSE’s confidence to handle
task of making realistic planning were mainly for those who already in a particular career. In
addition to that, studies (such as Isik, 2010; Taylor & Betz, 1983) revealed that majority of
undergraduate students reported tasks on problem-solving as the most difficult one. Two of
the items in CDMSE’s confidence to handle task of making realistic planning are items that
were derived from the problem solving scale of CDMSE’s original scale (Betz, Klein, &
Taylor, 1996). Furthermore, the use of CDMSE’s confidence to handle task of making
realistic planning as a mediator in the current study could be revised since the respondents are
considered very new to have a good knowledge about academic career in which respondents
were asked on the possibility of changing a career that they are yet to decide on pursuing. In
view of this, Creed et al. (2006) had suggested to assist young people in identifying their
career goal, which is more appropriate rather than enhancing self-efficacy in the hope that it
will reduce indecisiveness.

In general, CDMSE plays a vital role in career exploration behaviour. Only the
CDMSE’s confidence to handle task of making realistic planning is not certain since this
dimension measure one’s decision after entering a carecer. However, both CDMSE tasks of
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assessing personal and occupational features, and gathering occupational information
contributed to respondents in the current study in which it has a direct and indirect influence
over intention to pursue academic career. Previous researches (Lent et. al, 1994; Sheu et. al,
2010) support the current finding.

CONCLUSION

The current research attempts to investigate the influence of some personal and contextual
factors (passion, supportive role models, and perceived workplace flexibility) towards
intention to pursue academic career. A mediator (career decision-making self-efficacy) is also
introduced in the study. To date, conceptualisation on the intention to pursue a career in
academics is still inconclusive and debatable. Nevertheless, Malaysia has continuously made
known its aspiration to be one of the potential higher education providers in the region.
Continuous efforts to yield more quality academic career aspirants are geared up. Passion,
supportive role models, and perceived workplace flexibility were found to be significantly
predicting intention to pursue academic career. Yet, perceived workplace flexibility was
found to have less influence when compared to the other two variables. Meanwhile, career
decision-making self-efficacy of assessing personal and occupational features and career
decision-making self-efficacy of gathering occupational information were well reported to
partially mediate the relationship of passion and supportive role models, and the criterion
variable (intention to pursue academic career). As a result, a workable theoretical framework
is proposed. In short, the current research provides a strong indication that in order to
successfully produce future quality academics, the initial and most important step is to
develop high intention among career prospects about the most promising academic career. For
that reason, the decision taken by the researcher to merely investigate individuals representing
Gen-Y who are currently enrolled in their final year of undergraduate study looks appropriate.
This is to get immediate feedback and most accurate results knowing that 2020 is around the
corner.
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