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Foreword 
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to all the authors and co-authors of this conference proceedings. Without the contribution 

from you, this proceeding will not become a reality. Next, many thanks to all the reviewers 

who have helped with the reviewing process since we received our first conference 

submission. We are lucky that this year, 114 reviewers from all over the world have willingly 
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make this world a better place with their contributions.  

Finally, thank you again for each and everyone’s contributions for this proceeding. We 

hope you will enjoy reading the compilation of our colleagues’ hard work, and may you 

continue to get inspired by this collective effort to advance our field in the future. 
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THE ROLE OF CULTURE IN ASEAN: IMPLICATIONS FOR REGIONAL HUMAN RESOURCE 

DEVELOPMENT 

 

Oliver S. Crocco 

Louisiana State University, United States of America 

 

 

Abstract  

 

The Association of Southeast Asian Nations (ASEAN) includes 10 Member States 

each with diverse national, ethnic, and organizational cultures, and each 

committed to economic and cultural integration. The purpose of this work-in-

progress paper is to understand the cultural characteristics within the ASEAN 

Member States and the implications of the multiplicity of those cultural 

characteristics for Regional Human Resource Development (HRD) in Southeast 

Asia. This understanding will be achieved through a review of scholarly literature 

and macro studies about national culture as well as a content analysis of ASEAN 

publications. This research has the potential to synthesize large-scale studies on 

culture and make cross-study comparisons within the context of the regional 

association. This is juxtaposed with what ASEAN publications say about culture 

and unearths implications for HRD practice in the region of Southeast Asia. 

 

Keywords: ASEAN, Culture, Human Resource Development, Regional HRD 

 

Introduction  
National culture is an increasingly relevant component of human resource 

development (HRD) amidst the rise of international and multinational organizations, 

increased global workforce mobility, and an interconnected global labor market (Garvan, et 

al., 2016). We also know that culture is particularly important as a dimension within an 

ecosystems perspective of international HRD (Garavan et al., 2019). According to Garavan et 

al. (2019), cultural characteristics make up part of the “Macro Ecosystem” within 

international HRD and can shape HRD policies and activities (p. 13). While cultural 

characteristics have been studied at the national level (Hofstede, 2002; Hofstede et al., 2010; 

Trompenaars & Hampden-Turner 2012) and organizational level (Schein, 2017; Chow & Liu, 
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2009), not much has been written about their implications for HRD in a regional context 

within regional organizations such as the Association of Southeast Asian Nations (ASEAN) or 

the European Union. This is significant given the heightened levels of interaction among 

workers and organizations within a regional context that increase the likelihood of cross-

cultural interactions and include HRD activities in multicultural environments. The case of 

ASEAN is particularly compelling given its focus on HRD in the region and its diversity of 

culture.  

ASEAN was founded in 1967 and now includes 10 Member States (Brunei, Cambodia, 

Indonesia, Lao PDR, Malaysia, Myanmar, the Philippines, Singapore, Thailand, and Vietnam). 

Over the last 54 years, ASEAN has initiated a variety of activities and policies related to 

regional HRD, including the establishment of the ASEAN Socio-Cultural Community and the 

ASEAN Economic Community, the latter of which has the goal of making Southeast Asia a 

single market and production base with mostly free flow of labor within the region (ASEAN 

2015a; 2015b). To facilitate the free flow of skilled labor, mutual recognition agreements 

have been created for certain professions such as nurses, accountants, and architects 

(ASEAN, 2017). Considering increased regional migration and other regionally-based HRD 

policies and activities, the role of culture has significant implications for ASEAN’s regional 

HRD but heretofore has not been explored.  

 

Purpose Statement and Research Questions 
The purpose of this work-in-progress article is to understand the cultural characteristics 

within the ASEAN Member States and the implications of the diversity of cultural 

characteristics for regional HRD in Southeast Asia. To accomplish this aim, this conceptual 

paper asks the following research questions:  

RQ1 – What does the scholarly literature say about the cultural characteristics of 

member states in ASEAN? 

RQ2 – What do ASEAN publications say about the role of culture, particularly as it 

relates to HRD in the region?  
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Theoretical Base 
This article is informed by two main groupings of HRD theory and research. The first grouping 

encapsulates macro perspectives of HRD such as international HRD (Wang & McLean, 2007), 

global HRD (Garavan et al., 2016), national HRD (McLean, 2014; Oh et al., 2013), and the 

emerging concept of regional HRD, particularly as it relates to Southeast Asia (Crocco & 

Tkachenko, 2020; Crocco et al. 2021). The second grouping of theory and research is around 

cultural characteristics, particularly those at the national level such as Hofstede et al. (2010), 

Trompenaars and Hampden-Turner (2012), and the GLOBE Studies by House et al. (2004) 

(Globe Project, n.d.). 

 

Methodology 
This conceptual article is based on a review of the literature in two main sections: (a) 

an analysis of scholarly sources on national culture related to the 10 ASEAN Member States, 

and (b) a content analysis of official ASEAN publications as they relate to culture and cultural 

integration in HRD-related areas. 

The methodology for the first section is informed by recommendations from Denyer 

and Tranfield (2009) and Torraco (2016). The review is integrative in nature in that it 

integrates findings from a variety of sources including peer-reviewed journal articles, 

scholarly book chapters, and scholarly books to answer the research questions. Additionally, 

this article adopts Denyer and Tranfield’s (2009) five stages of review including planning, 

criteria-based search, screening, analysis, and reporting to identify the cultural 

characteristics prominent in the ASEAN Member States. In the planning stage, articles and 

books are searched across a variety of scholarly publishing outlets including databases such 

as ProQuest, Academic Search Complete, Education Source, Bibliography of Asian Studies, 

Web of Science, PsychINFO, and SocINDEX. To be considered for review, articles must meet 

the following criteria: (a) address an area of culture/cultural characteristics in one or more 

of the 10 member nations of ASEAN; (b) be published in a peer-reviewed journal or scholarly 
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book; and, (c) be published in the English language. No date range is imposed to broaden 

the depth of research while keeping in mind the reality that cultural realities shift over time 

and that there is a natural date rate given that ASEAN was founded in 1967 and no sources 

on this topic will exist prior to its founding. The structured search in the aforementioned 

databases includes searching each of the 10 country names and their variations with culture. 

To be considered for review, articles must have at least one country and one reference to 

culture in the title and/or abstract. Articles are screened according to the criteria with 

particular attention to ensuring that the notion of culture and/or cultural characteristics are 

addressed.  

The methodology for the second section includes qualitative content analysis (Hsieh 

& Shannon 2005) using a summative approach, which begins by “identifying and quantifying 

certain words or content in text with the purpose of understanding the contextual use of the 

words or content” (p. 1283). The word culture and its variations (e.g., cultural) will be 

searched throughout the publications. Instances will be screened for relevance to 

culture/cultural characteristics as opposed to alternative forms of culture such as workplace 

culture (which is still of interest to this paper insofar as the workplace culture is related to 

national cultural characteristics). Salient sections within these publications related to the 

role of culture as it pertains to regional HRD will be organized according to emergent themes 

(Ryan and Bernard 2004).  

 

Significance 
While it is important not to rely exclusively on popular, largely western notions of 

culture (McLean 2017), this research has the potential to synthesize large-scale studies on 

culture and make cross-study comparisons within the context of a regional association. This 

is juxtaposed with what ASEAN publications say about culture and unearths implications for 

HRD practice in the region. This study also contributes to the small but growing conversation 

about regional HRD in Southeast Asia and international HRD in general. 
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Abstract 

 

Women’s leadership identity development is shown to be a crucial element in 

the experiences of women leaders. Although women’s leadership experiences 

and their leadership identity development were studied in different countries 

around the world, there is little understanding of these topics in Azerbaijan 

and the Central Eurasian countries. Thus, the purpose of this literature review 

study was to explore women’s leadership and their leadership identity 

development in these contexts. This study shows the need to understand not 

just the manifestation of leadership in this region but also the special issues 

women leaders face in developing their leadership identities. 

 

Keywords: women leadership, leadership identity development, Azerbaijan, Central Eurasia 

 

Introduction 
While women's participation in the workforce has increased, and women have even 

begun to exceed men in higher education, women are still underrepresented in leadership 

positions in many countries worldwide (European Commission, 2019). Azerbaijan also faces 

this challenge. According to the report published by United Nations about Azerbaijan in 

2017, in the past 20 years, participation of the women at the workforce has increased in 

Azerbaijan but women are still significantly underrepresented in leadership positions. Based 

on Azerbaijani social norms, men are considered breadwinners in the family while women's 

primary role is motherhood. In terms of Azerbaijani women's representation in leadership 

positions, a study conducted by UNFPA (2018) reveals that the Azerbaijani society has always 

seen a man as a leader. The study concluded a significant shift in social norms is needed to 

address the disparities in gender representation in leadership. 
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Geo-politically and geo-culturally located between the East and West, Azerbaijan has 

a multidimensional national and cultural identity (Tohidi, 2000). As a developing country in 

the Southern Caucasus, Azerbaijan declared its independence in 1918 and became the first 

secular democratic Muslim-majority country in the Southern Caucasus (Nuriyev, 2008). 

During its short independence from 1918 to 1920, Azerbaijan was the first country in the 

Muslim world that passed a law on July 21, 1919, to allow women to vote (Swietochowski, 

2004). After the annexation by the Soviet Union (1920-1991), there were increased 

opportunities for women's education and employment due to advances in education, job 

opportunities, healthcare, and childcare.  

Immediately following its independence again in 1991, the constitution of the 

Republic of Azerbaijan provided women and men "equal rights and freedoms” (Najafizadeh, 

2003). Despite foreign and domestic policies on gender equality, as indicated by Guruyeva 

(2010), Azerbaijan continues to function with a traditional patriarchal ideology that 

emphasizes woman’s significant role being with family and children. This is mirrored in 

women’s underrepresentation in leadership positions.  

Research regarding women's leadership has emphasized the skills, characteristics, 

and abilities needed for leadership (Day, Fleenor, Atwater, Sturm, & McKee, 2014). However, 

the male normed paradigms for leadership (Eagly & Carli, 2007a) have created questions 

about the process by which women develop their leadership identities (Ely, Ibarra, & Kolb, 

2011). Leadership identity is defined as “the various meanings attached to oneself by self 

and others” (Gecas, 1982, p. 10) while leadership identity development is a continuous 

process of refining these meanings (DeRue & Ashford, 2010). Epitropaki, Kark, Mainemelis, 

and Lord (2017) posit that understanding how leaders see and define themselves, as well as 

understanding the complex ways in which their leadership identities develop, change, and 

are influenced by social interactions and contexts, can offer unique insights on the drivers 

of leader behaviours and actions.  

Since the beginning of the 21st century, there was a growing interest in studying 

leadership identity in developed Western countries, particularly in the US and Western 
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European countries (Carroll & Levy, 2010; Day & Harrison, 2007; Eilam-Shamir, Kark, & 

Popper, 2016; Ibarra, Snook, & Guillen Ramo, 2010; Lord & Hall, 2005; Owens, Robinson, & 

Smith-Lovin, 2010). However, the exploration of leadership identity development is 

relatively new, and it started with Lord and Hall (2005) and Day and Harrison's (2007) work. 

They argued that the effectiveness of leadership development depends on the successful 

integration of leader identity into the self. Conceptual work on leader identity development 

acknowledges that coming to see oneself as a leader may differ for women (Lord & Hall, 

2005; DeRue & Ashford (2010); Ely, Ibarra, & Kolb, 2011). Empirical studies on the leadership 

identity development of both women and men rarely discuss the differences in the 

experiences of women and men, and some of the studies (Muir, 2014; Gibson et al., 2018) 

recommend future research on women’s leadership identity development. This literature 

review paper aims to understand women's leadership identity development in Azerbaijan 

and other Central Eurasian countries.  

 

Methods 

Access to the sources for this study was gained through the George Washington 

University Gelman Library and the Washington Research Libraries Consortium. The following 

databases were used to review literature pertinent to leadership identity development (LID): 

ABI/Inform, Gender Studies Database, Academic Search Complete, Business Source 

Ultimate, Social Science Database, PsycARTICLES, PsycINFO, Psychology Databases, 

SocINDEX with Full Text, Sociology Collection, ProQuest Central, and Web of Science. 

Sources included books, conference papers and proceedings, dissertations, theses, 

government, official publications, reports, scholarly journals, and working papers written in 

English or Azerbaijani. In terms of the time limit for the literature search, limiting searches 

by date usually depends on the topic and the nature of the evidence base. Although 

leadership is a broad topic, the literature review shows that the focus on leadership identity 

has started since the beginning of the 21st century. Thus, for the purpose of this paper, no 

time limit was imposed on the search in order not to miss any articles regarding this topic.  
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This study followed Cseh's (2020) guidelines about conducting literature reviews for 

dissertation studies. First, articles on women's leadership identity development in 

Azerbaijan and other countries of Central Eurasia, namely Kyrgyzstan, Kazakhstan, 

Turkmenistan, Tajikistan, and Uzbekistan, Armenia, and Georgia, which share socio-cultural 

and political similarities with Azerbaijan, were searched. Using a Boolean search strategy in 

the above-mentioned databases,  the following combination of search terms in the titles, 

abstracts, and keywords of the sources were used: "leadership identity development" or 

"leader identity development" or "leadership identity construction" or "leader identity 

construction" or "leadership identity formation" or  "leader identity formation" AND woman 

or women or female or females AND Azerbaijan or Kyrgyzstan or Kazakhstan or 

Turkmenistan or Tajikistan or Uzbekistan or Armenia or Georgia. Using the search terms in 

the title, abstract, and keyword sections heightened the probability of finding the articles 

most relevant to the phenomenon of this dissertation study.  

The search with the above-mentioned keywords yielded no results. The keywords 

"women or woman or female or females" were taken out to expand the search. However, 

even in this round of the search, no studies were found. In the next round, the following 

search terms were used: "leader identity" or "leadership identity" AND Azerbaijan or 

Kyrgyzstan or Kazakhstan or Turkmenistan or Tajikistan or Uzbekistan or Armenia or Georgia. 

Again, the results yielded no studies. In a final round, search for studies on women 

leadership in these countries using the following search terms was conducted: women or 

woman or female or females AND leadership or leader AND Azerbaijan or Kyrgyzstan or 

Kazakhstan or Turkmenistan or Tajikistan or Uzbekistan or Armenia or Georgia. This round 

resulted in 22 studies, but none of those studies was conducted in the Azerbaijani context. 

19 out of those 22 articles were excluded after reviewing their abstracts because they were 

focused on political or religious leadership, which is outside the scope of this study. A 

detailed analysis of the remaining three articles was done. Google Scholar was also explored 

to identify additional articles and published reports, government, and official publications 



The Joint Conference of AHRD-ARACD 2021 

17 
 

about Azerbaijan. As a result, 16 international reports and government reports related to 

leadership and women leadership in Azerbaijan were selected. 

After completing the search for relevant articles in Azerbaijan and the region, 

another search using the same process was conducted to determine studies on women's 

leadership identity development or construction or formation. The search yielded 23 

English-language articles. Nine articles were selected for review given that the rest of the 14 

articles were focused on political or religious leadership and/or their study population were 

school-age or traditional-aged students, not adult working professionals.  

The search then was expanded by taking out woman or women or female or females 

from the search. In this new search, the goal was to find out if the studies related to 

leadership identity development of both men and women reported differences by gender in 

their experiences. This search resulted in 89 articles. Following the same exclusion criteria 

outlined above, 40 articles were selected for review. The review of their references also 

yielded 11 articles, totalling 51.  

 

Findings and Discussion 

Leadership Identity Development 

The literature review revealed the following three main theories that influenced the 

above definitions of leadership identity: Role identity (Gecas, 1982), social identity (Tajfel & 

Turner, 1979), and social construction (Snow & Anderson, 1987) theories. Accordingly, 

scholars who studied leadership identity development or construction or formation 

developed their conceptualizations based on these definitions. The interest in studying 

leadership identity development or leadership identity construction or formation started 

with conceptual work by Lord and Hall (2005) and Day and Harrison (2007), that viewed the 

leader development through the lens of role-based identity as informed by the role identity 

theory (Gecas, 1982). Lord and Hall (2005) conceptualized leadership identity development 

as progressing through three skill levels: novice, intermediate, expert while keeping in mind 

the individual's experience from participating in various personal and professional domains. 
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As one's identity as a leader solidifies with increasing experience, a self-view as a leader 

should become a more central aspect of one's identity" (p. 596). As a leader gains a better 

understanding of the impact of his/her behaviour on others, the relational level of identity 

may be activated and, subsequently, the collective level. In parallel, the behavioural 

complexity of a leader's responses increases. Lord and Hall (2005) suggested that the 

effectiveness of leadership development depends on the successful integration of leader 

identity into the self. Day and Harrison (2007) agreed that incorporating an "identity lens 

into leadership development efforts is long overdue" (p. 371). The authors posited that if 

leadership development is effective, it needs to focus on leaders’ sense of identity and how 

it develops because leader identity is the source of meaning from which leaders operate.  

DeRue and Ashford (2010) present a social constructivist view of leadership identity 

development embedded in the social interaction with people. The authors claim that 

leadership identity is not stagnant, and social interaction among individuals and contextual 

factors cause leader identity to change over time. They refer to this process as identity 

construction in which individuals go through a cognitive process where they claim leader 

identity, which can be granted (or not) by others.  

Murphy and Johnson (2011) presented a life-span approach to leadership identity 

development as part of their leadership development model. The authors draw attention to 

the impact of early developmental factors (i.e., genetics, parenting styles, and early learning 

experiences such as education, sports, and practice) on individuals’ leadership identity 

development. They also discuss the role of contextual factors (societal expectations, time in 

history, and the age at which some developmental experiences occur). The authors claim 

that the same developmental experiences may prevent one from developing a leadership 

identity if society does not expect that individual to be a leader. As a result, that individual 

loses motivation for pursuing leadership. Murphy and Johnson (2011) give the following 

example: “In the United States today, a young girl's early experiences might make her a 

highly motivated and self-efficacious leader. The same girl might not have had the same 

aspirations in the 1920s or if she were born in Afghanistan” (p. 465).  
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In the following sections, empirical research informed by role-based identity theory, 

social construction theory, and the life-span approach to leadership identity development 

are presented.  

Role-based leadership identity development 

The empirical studies informed by the role-based identity theory were conducted in 

the context of leadership development programs.  

Middleton et al. (2019) also conducted a quantitative longitudinal study to examine 

a leader identity (LI) developmental trajectory of 39 executive directors throughout a 5-

month formal museum leader development program. The results of repeated measures 

multilevel modeling, using Hiller’s (2005) measure of leader identity, indicate a positive, 

linear increase in LI across 12-time points. Although gender was included as a control 

variable (67% of the participants were women), it did not significantly predict LI trajectories 

when included in the model and thus, was excluded from subsequent analyses. In the 

beginning, the authors observed LI growth to be linear, indicating a continual development, 

confirming a stage-based view by Lord and Hall (2005). However, after participants received 

the 360-degree evaluations that showed discrepancies between their views of themselves 

and others' views of them, the authors noted a non-linear and dynamic LI trajectory, which 

supported the social constructivist view of leadership identity development by DeRue and 

Ashford (2010).  

A social constructivist view of leadership identity development 

Marchiondo, Myers, and Kopelman’s (2015) empirical study tested DeRue and 

Ashford's (2010) leadership identity development theory using avatar videos with a sample 

of 200 US working adults. The participants in the study observed the process of claiming and 

granting that happened between team leaders and their team members in the videos. All 

team leaders in the videos were male. The authors found statistically significant support for 

the hypothesis that observer's perceptions of a leader's effectiveness depended on whether 

team members granted that leader leadership identity. The authors noted a need to 

replicate the study with videos in which team leaders are either only female or both female 
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and male to find out if the claiming-granting processes will be different based on the gender 

of the leader.  

Life-span approach to leadership identity development 

In their grounded theory study with 12 past presidents of the American Counseling 

Association, Gibson et al. (2018) took a life-span approach to examine leadership identity 

development. In terms of the gender of the participants, the authors do not disclose that 

information due to confidentiality concerns of the research participants. The main finding of 

their study included three significant factors that stimulated the development of leadership 

identity: (a) influence, motivation, and support of family members, teachers, and coaches to 

lead; (b) leadership skills; and (c) reinforcing experiences. The feedback they received from 

the outside about their leadership skills, self-reinforcing leadership experiences, and 

inspiration of others led to a greater self-perception of leadership and motivation for leading 

the participants. The study concludes by emphasizing that leadership identity development 

continues and gets refined over the individual's entire life. As a recommendation for future 

research, the authors discuss a need to further explore the life-span approach to leadership 

identity development by focusing on women's experiences.   

Women’s leadership identity development 

The literature review of studies on women’s leadership identity development, 

construction, and formation revealed one published empirical study, one dissertation, and 

two book chapters.  

Skinner (2014) used the constructivist grounded theory methodology to explore 

developmental factors involved in executive coaching of 11 senior women leaders in 

Australia. The study revealed that the coach as a role model, managing motivation at senior 

levels, and leading with authenticity contributed to participants' leader identity formation. 

The study emphasized the role of executive coaching experience in helping senior women 

to figure out their personalized approach to leadership rather than internalizing prevailing 

male norms of leading.  
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Vinas 's (2017) study used a narrative inquiry approach to understand the 

development of leadership identity of eighteen senior-level Information Technology leaders 

who graduated from a women-only leadership program. The participants reflected on the 

role of the program in facilitating their leadership identity development through (1) the 

promotion of practical skills, (2) increased self-awareness and realization of others' 

perceptions, (3) feeling a sense of belonging and connectedness, and (4) feeling recognized 

and empowered. The participants also reflected on the impact of their organizational 

context on their leadership identity development. Three contextual factors that emerged 

were (1) the availability of advocates (also referred to as supporters), (2) executive visibility, 

and (3) fit with the organization's leadership culture and ability to lead authentically. As a 

result of the program, the participants gained a better awareness of gender dynamics in 

their organizations and as a result, advocated for changes in the system by promoting 

equality and diversity.  

Women Leadership in Azerbaijan and other countries of Central Eurasia 

Kuzhabekova, Janenova & Almukhambetova’s (2018) qualitative study explored the 

leadership experiences of fifteen female leaders in civil service organizations in Kazakhstan. 

The authors found that these leaders experienced a conflict of western, neo-liberal values 

and traditional expectations of women in their society. The participants in the study 

discussed the barriers to their leadership advancement in civil service in Kazakhstan as being 

connected to the following societal expectations: 

(1) a woman's primary role is in the family, where she plays the role of a servant of her 

husband and children, and she should be emotional and caring, while a male is the 

breadwinner and should be rational and uninvolved; (2) a good leader should have a rational, 

masculine style of leadership, and hence the role is more appropriate for a male;  

(3) a civil service employee is a servant of the state who should sacrifice their personal life 

for the interests of the job. A woman who chooses to pursue a leadership role in civil service 

faces conflicting cultural expectations about her performance as a mother and her 

performance as a civil service leader (p. 1299).  
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Kuzhabekova and Almukhambetova (2019) conducted another study to understand 

the leadership experiences of 13 female academic leaders in Kazakhstan and Kyrgyzstan. 

They found that the participants' leadership experiences were impacted by the three 

dominant cultures (i.e., traditional, Soviet, and Westernized neo-liberal) present in their 

countries. They described how they struggled more than their male colleagues because they 

had to perform the double roles of caregiver at home and professional academic leader in 

the workplace. Because of the unique characteristics of the contexts of this study, the 

authors argue that existing Western theories fail to explain the barriers to female leadership 

advancement in these countries and call for more research on women leadership in the 

Central Eurasian countries.  

Kakabadse et al.’s (2018) study of the leadership journey of 18 senior female 

entrepreneurs in Kazakhstan also revealed the impact of contextual factors, such as 

institutional voids, unfavourable legal frameworks, and embedded norms (patriarchy, 

religion, and male dependency) on women’s leadership.  

 

Conclusion and Implications 

The findings of this literature review revealed that women's leadership identity 

development or formation or construction is described as a linear and/or a dynamic, cyclical 

process that is a result of role-based leadership identity development approach, social 

constructionist view of leadership identity development, and a life-span approach to 

leadership identity development.  

Leadership identity development has been studied mainly in the context of 

developed countries (United States (Komives, Owen, Logerbeam, Mainella, & Osteen, 2005; 

Day & Harrison, 2007; Komives & Dugan, 2014; Brue & Brue, 2018), Canada (Kwok et al., 

2018), and Germany (Rappe & Zwick, 2007)) and a few developing countries, such as China 

(Zhao & Jones, 2017), Malaysia (Selvarajah & Meyer, 2008), Jamaica (Floyd & Fuller, 2016). 

However, no studies on women's leadership identity development were conducted in 

Azerbaijan or in the Central Eurasian (CE) countries, which share cultural and historical 
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similarities with Azerbaijan. According to Ismail and Ford (2010), there is a dearth of 

leadership studies conducted in Central Eurasia. The authors described Central Eurasia as 

Kyrgyzstan, Kazakhstan, Turkmenistan, Tajikistan, Uzbekistan, Armenia, Azerbaijan, and 

Georgia. A cursory review of the literature in the past ten years since Ismail's and Ford's 

(2010) literature review study showed evidence of leadership related studies conducted in 

some of the Central Eurasian countries (Ford & Ismail, 2006; Kuzhabekova & 

Almukhambetova, 2019) as well as in Turkey (Aycan, 2004; Sümer, 2006; Altintaş, 2010) 

which has cultural similarities with Azerbaijan but still a dearth of studies on leadership in 

Azerbaijan and women leadership in the region.  

Given a lack of research on women’s leadership identity development in Azerbaijan 

and Central Eurasian context, there is a need for more empirical and conceptual research on 

the experiences of women leaders and their leadership identity development in this region. 

Also, these studies will help leaders and human resource development professionals to 

establish organizational structures, policies, and processes that will support women’s 

leadership identity development. Finally, considering the slowly increasing number of 

women leaders in the region, the findings of this study could serve as a roadmap for women 

who aspire to hold leadership roles.  
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Abstract  

 

The internationalisation of higher education has facilitated access to 

educational opportunities for students from abroad, and education is 

becoming a platform for the global mobility of talented youth. Understanding 

international student mobility and migration could play a key role in advancing 

our human resource practices in addressing the challenge of ‘how to maximize 

human potential,’ in the era of ‘greater workforce mobility through physical 

migration and greater exchanges of information and knowledge.’ However, 

research on international student mobility is more concentrated on their study 

part, and literature on their post-graduation career is scarce, especially for 

cases of mobility in non-Anglophone countries. To fill these research gaps, the 

present study attempts to elucidate the post-graduation mobility of students 

who travel from Malaysia to Japan, using empirical quantitative data from 

nationwide surveys. Through comparative analysis with three other major 

sending countries in Southeast Asia, this study clarifies the demographic 

features of Malaysian international students and reveals their patterns of 

post-graduation careers. 

 

Keywords:  International student, Malaysian student, Japan, employment, highly-skilled 

 

Introduction 

 International students identify employment prospects as one of the most important 

returns they expect from their study abroad (QS, 2014; Nghua, 2015; Raghuram, 2013; 

Nilsson, & Ripmeester, 2016), and international higher education is becoming a platform for 

the global mobility of talented youth (King & Raghuram, 2013 Riano et al., 2018). 

International student post-graduation mobility is also a concern of macro level players, that 

is to say the sending and receiving countries, since internationally educated talents are seen 

as a great asset contributing to economic growth (She & Wotherspoon, 2013; Hawthorne 

2014).In the context of Japan, under the pressure of the super-ageing population, the 

government has been promoting the utilisation of international students as foreign skilled 
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labour as the top policy priority in its economic growth strategy (Prime Minister of Japan & 

his cabinet, 2016). With the introduction of the direct policy pathway that facilitates the 

entry of international students and offers the prioritised visa scheme for them to work in 

Japan after graduation, international student policy now plays a key role in the country’s 

immigration policy (Sato, 2018).  

While individual international students, as well as governments who sends and 

receives them, take great interest in the labour market outcome of international mobility, 

research on international student mobility is more concentrated on the academic 

component, and literature on their post-graduation mobility is scarce, especially for cases of 

non-Anglophone host countries (Riano et al., 2018). It is also evident that such research lacks 

empirical evidence (King & Raghuram, 2013), and host nations widely acknowledge the 

difficulty of finding good samples for examining international students’ post-graduation 

mobility (International Forum on Migration Statistics, 2018). To fill these research gaps, the 

present study attempts to elucidate the post-graduation mobility of students who travel 

from Malaysia to Japan, using empirical quantitative data from nationwide surveys. Through 

comparative analysis with three other major sending countries in Southeast Asia, Indonesia, 

Thailand and Vietnam, this study clarifies the demographic features of Malaysian 

international students, revealing their patterns of post-graduation careers in Japan.  

In regard to the significance of Malaysian international students to labour markets, 

Japan ranks 5th in Malaysia’s export and import partner countries, and a survey in 2018 

presented that there were 1,544 Japanese companies registered for operation in Malaysia 

in 2020 (JETRO, 2021). These companies are eager to hire Malaysian students who would 

have gained language proficiency and valuable experience from living in Japan (Mori et al., 

2019) to enhance business between the two countries. In addition, understanding of 

international student mobility and migration could play a key role in the advancement of 

human resource practices challenge being addressed by the AHRD-ARACD conference: ‘how 

to maximize human potential,’ in the era of ‘greater workforce mobility through physical 

migration and greater exchanges of information and knowledge’ (AHRD-ARACD, 2021).  
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Methods 

International students have been identified as a difficult subject to investigate using 

conventional theories and approaches of migration research (Riano et al., 2018) due to their 

transitory nature (Findlay, 2010) and multiple identities (Raghuram, 2013). They temporally 

stay in the host country for study purposes and may also be part-time workers, family 

members, and/or researchers. In addition to the spatial transition from home to host 

country, international students also move up the educational ladder and life stages, 

preparing themselves for the transition from university to work, which could occur at host 

or home or another country. In this light, it is important to take a holistic approach, in which 

post-graduation careers are perceived as a part of the process of their education and career 

trajectories, rather than a single event happening at the time of graduation. In an attempt 

to understand Malaysian students’ post-graduation careers in the larger picture of mobility 

trajectories, the present study first analyses the route to degree programmes abroad, field 

of study, type of qualifications, and post-graduation career intention of international 

students. Next, it analyses students’ post-graduation career outcomes, which will be 

examined using the findings from the first part of the study. This study seeks to answer the 

following research questions:  

RQ1: What are the demographic features, subject area and type of funding of 

Malaysian international students in Japan? 

RQ2: What intentions do Malaysian university students’ have for their post-graduation 

careers? 

RQ3: How many Malaysian international students stay in Japan to work?  

 

Data Source 

To answer the research questions, this study combines data from three nationwide 

surveys conducted by the Japan Student Services Association (JASSO) as depicted in Figure 

1. The first survey (hereafter called “Survey 1”) is an annual complete survey of international 

students’ enrolment that collects data from higher education institutions and preparatory 
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schools in Japan (e.g., Japanese language schools). I used the latest available survey data, 

which is from 2018. The second survey (hereafter called “Survey 2”) is the largest survey of 

international students in Japan, which is conducted every second year, about their 

motivation of study, life in Japan, finances, and post-graduation career intentions. This study 

utilises data from the 2017 survey, whose respondents are from across all 47 prefectures of 

Japan, and include 86 nationalities. The third survey (hereafter called “Survey 3”) is an 

annual complete survey of international students’ career outcomes; it collects data from 

higher education institutions and preparatory schools in Japan. The 2018 survey data 

represent 97.5% of international graduates nationwide.  

 

 

 
Figure 1. Survey Data 

 

Data Analysis 

This study employed descriptive statistics and the Chi-square tests of independence 

to examine the statistical differences by nationalities on independent valuables of three 

surveys. The sample for the analysis of Surveys 2 and 3 is focused on university degree 

students, assumed as a subset of the highly-skilled foreign workforce, in line with this study’s 

purpose. It limits the inclusion of bachelor’s and master’s students because PhD holders’ 

career aspirations tend to be in the academic and research industries, which offer different 

career paths from other sectors. To make the features of Malaysian international students’ 

mobility explicit, the study compares the data of Malaysian students with other Southeast 

Asian countries (Vietnam, Indonesia, and Thailand), which account for the largest number of 

international students accepted by Japan from the region.  
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Findings 

Demographic Features of Malaysian International Students 

Table 1 summarises the demographic data from Survey 1 of the selected Southeast 

Asian international students in Japan. For each variable, except for ‘scholarship’ that 

presents partial data, chi-square independent tests demonstrated that nationality makes a 

statistically significant difference. The main features of Malaysian students in Japan compare 

to other Southeast Asian nationalities are a high ratio of government-funded, bachelor’s 

degree, STEM major students. In regard to funding, students who received government 

scholarships accounted for 38.0% of all Malaysian students in Japan in 2018; this is 

significantly higher than the 3.3% of government-funded students from Thailand, 9.9% from 

Indonesia, and 0.9% from Vietnam. Another feature is the high ratio of attendance to 

bachelor’s degrees. As it is set up by the scholarship scheme, Malaysian government 

scholarship students could only enrol in undergraduate courses at universities or national 

institutes of technologies. Of the large group of Malaysian students in Japan, 60.0% of the 

total number of full-time Malaysian students in Japan were enrolled in undergraduate 

courses, a significantly larger proportion than other Southeast Asian countries (Table 1). The 

route Malaysian government scholarship students access bachelor’s degree programme was 

different from other nationalities. Analysing the same survey data separately, we can see 

that the Malaysian government scholarship students’ route to Japan was mainly through 

preparatory courses in designated education institutions in Malaysia. In total, 79.8% of 

Malaysian students accessed a bachelor’s degree programme directly from Malaysia. The 

pattern was different for self-funded students; 44.5% of self-funded Malaysian students 

attended Japanese language schools or preparatory programmes affiliated with universities 

in Japan prior to enrolling in a bachelor’s degree program. The fact that the majority of 

Malaysian government scholarship students’ preparatory education is provided in Malaysia 

made the proportion of Malaysian students in Japanese language schools much smaller than 

other countries, with only 6.3% of Malaysian students studying in Japanese language 

schools, while 40.7% of Vietnamese students were in Japanese language schools (Table 1). 
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For Malaysian students, the proportion of vocational school students was small, at only 

9.0%, while it was 41.9% in Vietnam, 18.3% in Indonesia, and 15.7% in Thailand. This shows 

that Malaysian students tend to be more inclined towards academic education opportunities 

involving university degrees rather than practical training at vocational schools. In terms of 

gender balance, Malaysia and Indonesia have more male than female students. This may be 

a feature of Muslim countries, where access to educational opportunities outside of their 

region could be restricted for females.  

Another characteristic of Malaysian students is that a large proportion (67.5%) of 

those enrolled at universities major in science, technology, engineering, and mathematics 

(STEM). Analysing the Survey 1 data separately, 94.0% of Malaysian government scholarship 

students are STEM majors. STEM is a skill-shortage area for Japan (Inoue 2019; Manpower 

group 2019). The majority of Malaysian students being STEM majors make them more 

desirable human resources than other nationalities. On the contrary to Malaysian 

government scholarship students, self-funded students at the bachelor’s level are more 

concentrated in non-STEM majors (62.3%) than STEM majors (37.7%). This changes at the 

master’s level, with 77.5% of self-funded students being STEM majors. 

 

Table 1. Southeaast Asian International Students in Japan by Nationality (2018) 

 Source: Survey of International Students Registration 2018 data (Japan Students Services Organization) 
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Post-graduation Career Intention of Malaysian University Students in Japan 

Table 2 presents Malaysian bachelor’s and master’s student responses from Survey 

2 with the results of three other Southeast Asian student populations. Apart from the 

variable that showed if the student was enrolled in a national or private university, all 

included variables demonstrated a statistically significant difference between nationalities. 

Looking at post-graduation career intention, the most popular option for Malaysians was 

‘employment in Japan’ (53.3%), followed by ‘further education’ (28.0%). This order of career 

intention is the trend for other countries as well, except for Thai students who chose further 

education over employment in Japan. Malaysia showed a higher number of students who 

had advanced qualifications in the Japanese language (84.2%) than Indonesia (50.7%), 

Thailand (43.5%), and Vietnam (72.6%). Since Japanese companies consider Japanese 

language skills to be of utmost importance when hiring international students (DISCO, 2021), 

the higher percentage of Malaysian student respondents who had advanced Japanese 

qualifications suggests their advantageous position compared to other Southeast Asian 

students to access employment opportunities in Japan.  

 

Table 2. Post-graduation Career Intention of Southeast Asian International Bachelor & 

Master’s Students in Japan by Nationality (2017) 

 

Source: Lifestyle survey of Self-funded International Students 2017 data (Japan Students Services Organization) 

 

Malaysian International Students’ Post-Graduation Careers  

Figures 2 and 3 indicate the post-graduation careers of Malaysians and three other 

Southeast Asian nationalities and the national average of undergraduate and master’s 
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degree students in Japan. Both chi-square tests confirmed a statistically significant 

difference (p < .001) among student nationality in the students’ post-graduation careers. A 

background to note for understanding Malaysian students’ post-graduation career 

outcomes is that Malaysian government scholarship graduates are encouraged to return 

home after completing their degrees, and as scholarship is operated under ‘Look East Policy’ 

students with a scholarship are expected to play an active role in developing Malaysia (Japan 

Times, 2018), although it is not impossible for them to remain in Japan based on the 

conditions of their scholarship. The survey data does not have a variable that indicates 

whether the students receive scholarship funding from the Malaysian government, but this 

should be considered a condition that lowers the overall number of Malaysian students who 

stay in Japan to work.  

 

 

Figure 2. Post-graduation Careers of International Bachelor's Degree Graduates of 

Japanese Universities: Students from Four Southeast Asian Countries (2018) 

Source: Created by the author from the 'Survey of International Student career outcomes (2018)' data (Japan 

Student Services Organization) 
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Figure 3. Post-graduation Careers of International Master's Degree Graduates of 

Japanese Universities: Students from Four Southeast Asian Countries (2018) 

Source: Created by the author from the 'Survey of International Student career outcomes (2018)' data (Japan 

Student Services Organization) 

 

However, given that 49.0% of Malaysian bachelor’s students in Japan in 2018 were 

Malaysian government scholarship students who were encouraged to find employment at 

home (Japan Times, 2018), the overall Japanese employment rate of Malaysian bachelor’s 

students was 40.1% (Figure 2), which is almost the average of all international students.  

To explore the career outcomes of self-funded students, the data of non-STEM 

bachelor’s students’ career outcomes was singled out, revealing that their rate of 

employment in Japan was 52.0%. Since 94.0% of Malaysian government scholarship 

bachelor’s students were STEM measure, most of non-STEM bachelor’s students were 

expected to be self- funded. It demonstrated that Malaysian self-funded bachelor students’ 

employment rate in Japan was higher than the national average (41.3%). 

 

Tentative Conclusion and Implications 

By analysing three nationwide surveys of international students in Japan, this paper 

seeks to elucidate the type of students that travel from Malaysia to study in Japan and which 

careers Malaysian students in Japan choose after graduation. The demographic features of 

Malaysian international students in Japan compared to students from Indonesia, Thailand, 
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and Vietnam show a higher ratio of enrolment in bachelor’s degrees and a very small 

population registered in Japanese language schools or vocational schools. This is partly 

influenced by the fact that the large population (38.0%) of Malaysian government 

scholarship students among Malaysian students in Japan mainly attend bachelor’s degree 

programmes. Overall, most Malaysian students are gaining their first or other university 

degrees in Japan, indicating that a higher ratio of Malaysian students is a subset of the highly-

skilled human resource than other Southeast Asian countries. 

Another feature is that many government-funded students from Malaysia are mainly 

STEM majors, a high demand field in the Japanese graduate labour market.   

According to the Malaysian students’ responses to an international student survey, 

the most popular intention after graduation for Malaysian university students in Japan was 

‘employment in Japan’ (51.2 %), followed by ‘further education in Japan’ (26.8%). The rate 

of Malaysian students’ intention to work in Japan was lower than Vietnamese students but 

higher than Indonesian and Thai students.  

As for career outcomes, for bachelor’s graduates, 40.1% of Malaysian students found 

employment in Japan, slightly lower than the national average but higher than the rate of 

graduates from Indonesia and Thailand. Because Malaysian government scholarship 

students, who were predominantly STEM majors and concentrated in the 69.7% of the 

total Malaysian STEM bachelor’s population, were encouraged to return home for work, 

the overall STEM majors bachelor’s employment rate in Japan was lower. Regarding the 

utilization of skills and knowledge of STEM bachelor’s graduates with a Malaysian 

government scholarship, Japanese companies operating in Malaysia would likely be more 

employable at Japanese run companies in Malaysia than in companies in Japan itself. As for 

career outcomes of master’s graduates, Malaysian students did relatively well at securing 

jobs, as 34.3 % of them found employment, a higher rate than that for master’s graduates 

from Indonesia and Thailand, exceeding the national average.   

 One of the implications of these findings for human resource development 

research and practice is on the aspect of recruitment. Overall higher ratio of Malaysian 
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students was pursuing university degrees in STEM and had advanced-level proficiency in 

Japanese than other Southeast Asian nationals, which puts Malaysian students in the high 

demand category in the new graduates hiring market. The results of this study can be used 

to inform companies' recruitment strategies, as they indicate which majors and degrees of 

Malaysian students would be more accessible to hire in which country. For example, to hire 

Malaysian STEM talents with a degree from Japanese universities, employers should look for 

self-funded master’s degree students in Japan or Malaysian government-funded bachelor’s 

degree students who are returning to Malaysia. Another implication for human resource 

development research and practice is on training. About half of self-funded bachelor’s 

Malaysian students had taken language courses in Japan prior to their degree study. This 

means that their length of stay in Japan by the time of graduating bachelor’s degree is longer 

than other Malaysians and could have a positive impact on their level of acculturation and 

preparedness for transition into the Japanese working environment. Employers may reflect 

these differences in the background of Malaysian students regarding the type of training 

they would offer to their Malaysian employees. 

Future research employing qualitative investigation sampling Malaysian students 

working in Japan or Malaysia would appear fruitful for further empirical work that advances 

the understanding of Malaysian students’ post-graduation careers.  
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Abstract  

 

HRD scholars have long advocated for an investigation into the role of HRD 

and its impact at the national/societal level. Despite the expanding role of 

HRD, Regional HRD is still a developing concept worth exploring given the part 

that regional organizations such as the Association of Southeast Asian Nations 

(ASEAN) play in supporting HRD-related activities among its member 

countries. This paper makes a case for exploring the relationship between 

National HRD and Regional HRD, using Malaysia and ASEAN as a case in point. 

As Malaysia was a founding member of ASEAN, and the interconnection 

between Malaysia and ASEAN has been mutually beneficial, exploring the 

National HRD-Regional HRD relationship has the potential to contribute to the 

Regional HRD literature and to advance our understanding of the nature of 

this relationship as well as Malaysia’s role in promoting Regional HRD within 

Southeast Asia. 

 

Keywords: Human Resource Development, Regional HRD, National HRD, ASEAN, Malaysia 

 

Introduction 

Human resource development (HRD) scholars have long been studying HRD at the 

national level (McLean, 2004), which can be understood as HRD strategies, policies, and 

initiatives at the country-level of analysis. The term National HRD was first introduced to the 

Academy of HRD by McLean in 2004. Since then National HRD research has taken on 

different emphases such as cultural, historical, and systems influences (Alagaraja & Wang, 

2012) and in different national contexts, including India (Rao, 2006), the Philippines (Paprock 

et al., 2006), and China (Wang & Wang, 2006). 

Recently, scholars have shifted their focus to the interaction between National HRD 

and different contexts of HRD (Garavan et al., 2018). This is in response to HRD scholars’ 

expansion of the HRD concept to include nations and regions (Garavan et al., 2016; Lynham 
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& Cunningham, 2006) and, consequently, HRD’s contribution to national and regional 

development. Nevertheless, the concept of HRD at the regional level is still a novel 

phenomenon in HRD literature. While little evidence of research related to Regional HRD or 

the interplay between Regional HRD, National HRD, and Global HRD exists, a study by Crocco 

and Tkachenko (2020) explored the interconnecting role of National HRD, Regional HRD, and 

Global HRD using the Association of Southeast Asian Nations (ASEAN) and its 10 member 

states as an example. The authors discussed that in the ASEAN context, Regional HRD is 

“inextricably connected to Global HRD” (p. 7) and “shaped and influenced by multiple actors, 

processes, and regulations” (p. 8). More recently, Crocco et al. (2021) established the 

relationship between Regional HRD and National HRD using Southeast Asia and its regional 

organization ASEAN and Vietnam as a case study. The authors proposed that there is a “two-

way relationship” between National HRD and Regional HRD (p. 113). This relationship is 

enhanced through the participation of multiple actors: individuals, private and public 

institutions, and the regional organization. 

Malaysia has been an active member of ASEAN since its founding in 1967. ASEAN has 

also played a pivotal role in shaping Malaysia’s foreign policy (Ministry of Foreign Affairs 

Malaysia, n.d.). ASEAN member countries have also served as a major strategic trade 

partner, accounting for a total of 25.2% of Malaysia’s total trade in 2020 (Mohamad Azmin 

Ali, 2021). As a member of ASEAN, Malaysia has played key roles in facilitating the progress 

and development of ASEAN (Siti Darwinda & Laila Suriya, 2018). This is evidenced through 

the various programs and initiatives being proposed and implemented by Malaysia during 

the last 54 years since the establishment of ASEAN. National HRD has also been an important 

feature in charting Malaysia’s development (Haslinda et al., 2007; Devadas, 2016). However, 

to date there is no known study that has attempted to describe the interconnection between 

National HRD and Regional HRD in the Malaysian context. Considering the interconnectivity 

of Malaysia and ASEAN, and the importance accorded to HRD in national development, 

understanding this interconnection has the potential to further understanding of the 

complexity involved in both National HRD in Malaysia and Regional HRD in Southeast Asia.  
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Scholars are just beginning to explore Regional HRD, its constitutes, and its 

relationships in the bigger picture of HRD; therefore, more work is needed to further 

advance the study of Regional HRD. Crocco and Tkachenko (2020) called for further empirical 

inquiry to better understand how different actors such as national governments influence 

Regional HRD. While there may exist similarities among National HRD practiced among 

countries, there may also be differences due to national-specific purposes and contexts of 

HRD (Lynham & Cunningham, 2006). This study seeks to fill this gap, by using Malaysia as a 

case in point. The purpose of the study is to explore the relationship between National HRD 

and Regional HRD. Specifically, this study will focus on two questions: (1) What is Malaysia’s 

role in Regional HRD in ASEAN? (2) How does Regional HRD influences National HRD in 

Malaysia? Malaysia is chosen as it provides a unique perspective to the National HRD-

Regional HRD relationship given that Malaysia was one of the original five founding members 

and has thus influenced its direction and strategic objectives. As the Covid-19 pandemic has 

severely impacted the journey to achieving economic integration in the region, this study is 

timely and relevant, as it aims to explore the HRD focus of ASEAN, while the region is 

managing and rebuilding from the effects of the pandemic. The paper starts with a brief 

theoretical base for Regional HRD followed by the methodology, brief literature review and 

possible outcomes. 

 

Theoretical Base 

This study is informed by the HRD literature on National HRD and Regional HRD. 

There is currently no one common definition of National HRD, and scholars agree that 

National HRD priorities are different for different countries. McLean and McLean (2001) 

proposed one of the first cross-national definitions of human resource development that 

went beyond the individual or organization:  

…any process or activity that, either initially or over the long term, has the potential 

to develop adults’ work-based knowledge, expertise, productivity, and satisfaction, 
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whether for personal or group/team gain, or for the benefit of an organization, 

community, nation, or ultimately, the whole of humanity. (p. 322) 

Metcalfe and Rees (2005) defined National HRD as “the development of a ‘national’ policy 

of skills development and is normally devised by governmental administration department” 

(p. 457). A more recent definition of National HRD was offered by Oh et al. (2013) as “a 

system that a country possesses in order to acquire, develop, and utilize its human 

resources” (p. 156). Despite varied definitions and foci of National HRD research, the 

outcome areas revolve around workforce education and training, community development, 

and economic development of a country (Nagarathnam, 2016). 

Comparing definitions of Regional HRD is more challenging as the phenomenon has 

only recently begun receiving scholars’ attention. A preliminary definition of Regional HRD 

offered by Crocco and Tkachenko (2020) is “A collective vision with corresponding activities 

for human resource development carried out by a group of countries for the benefit of their 

individuals, organizations, communities, nations, and the region as a whole” (p. 11). The 

authors proposed a framework for Regional HRD in ASEAN (Figure 1). Regional HRD is 

suggested to be the connector between National HRD and Global HRD. At the same time, 

there is a “two-way interaction” and “overlap” between National HRD and Regional HRD 

activities (Crocco et al., 2021, p. 8). The framework suggests that National HRD and Regional 

HRD layers feed into one another and are not mutually exclusive. 
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Figure 1. Multilevel Framework for Regional HRD in ASEAN. 

Note. The interplay between National HRD, Regional HRD and Global HRD. From “Regional human resource 

development: The case of Southeast Asia and ASEAN” by O.S. Crocco and O. Tkachenko, 2020. Human 

Resource Development International, 1-19, p. 7, doi: 10.1080/13678868.2020.1858261. 

 

Methodology 

This study adopts a case study design. A case study is “an in-depth analysis of a 

bounded system” (Merriam & Tisdell, 2015, p. 42). According to Eisenhardt (1989), it 

involves “a research strategy which focuses on understanding the dynamics present within 

single settings” (p. 534). Case study research can utilize data from one or more cases, either 

within one case or several cases and can be used to “provide description, test a theory or 

generate theory” (Eisenhardt, 1989, p. 535).  In this study, the case study approach is based 

on the investigation of a single country, with the aim to provide a detailed description of the 

relationship between National HRD and Regional HRD, and the context in which this 

relationship exists.  The study will utilize two primary sources of data. The first will be official 

Malaysian government publications, reports, speeches, online newspapers, scholarly journal 

articles, and book chapters available via official websites and online databases. The second 

will be ASEAN documents published online via the ASEAN website and other related sources. 
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Search terms include human resource development, training, skills, and competencies. We 

will conduct a content analysis (Drisko & Maschi 2015; Krippendorff, 2018) to obtain an 

understanding of the relationship between National HRD and Regional HRD in ASEAN.  

 

Regional HRD within ASEAN 

ASEAN is an intergovernmental regional organization in Southeast Asia with the 

purpose of promoting economic growth and regional stability among its members. The initial 

countries that formed ASEAN are Indonesia, Malaysia, the Philippines, Singapore, and 

Thailand. The regional organization currently has 10 members, including Brunei Darussalam, 

Vietnam, Lao PDR, Myanmar, and Cambodia that joined ASEAN in the 1980s to 1990s. Timor-

Leste is the only country in Southeast Asia not a member of ASEAN. With a total population 

of approximately 655.9 million (ASEAN, 2020a) and a workforce of 328 million (World Bank 

Data, 2020), ASEAN has a significant market size and the third largest labor force in the world 

(after China and India). The total combined GDP of ASEAN in 2019 was valued at 3.2 trillion 

USD, which places it as the fifth largest economy in the world after the United States, China, 

Japan, and Germany (ASEAN, 2020a). The main economic contributors to the region are in 

agriculture, industry, and services. ASEAN is headed by the Secretary-General and supported 

by the three ASEAN Community Departments which aligns with the three pillars of ASEAN 

Community: the ASEAN Political-Security Community (APC), ASEAN Economic Community 

(AEC) and ASEAN Socio-Cultural Community (ASC) (ASEAN, n.d.) 

Since its inception, ASEAN has focused on the importance of HRD as an enabler for 

economic and social growth for its member countries and the region as a whole. Examples 

of statements illustrating the centrality of human resource development in the ASEAN region 

throughout the last 50 years include its founding document, The ASEAN Declaration of 1967. 

According to the declaration, one of ASEAN’s purposes is “to provide assistance to each 

other in the form of training and research facilities, professional, technical and 

administrative spheres” (ASEAN, n.d.). Similarly, in the ASEAN Charter, which was originally 

passed in 2007, one of the key goals of ASEAN is “To develop human resources through 
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closer cooperation in education and lifelong learning, and in science and technology, for the 

empowerment of the peoples of ASEAN and for the strengthening of the ASEAN Community” 

(ASEAN, 2017, pp. 4-5). Additionally, in 2009 the blueprint of the ASEAN Socio-Cultural 

Community––which is the key arm of ASEAN focusing on HRD-related initiatives. The 

blueprint explicated the Community’s goal of “Investing in human resource development” 

with the strategic objective to “Enhance and improve the capacity of ASEAN human resource 

through strategic programmes and develop a qualified, competent and well-prepared 

ASEAN labour force that would benefit from as well as cope with the challenges of regional 

integration” (ASEAN, 2009, p. 69). More recently, in the 2020 ASEAN Declaration on Human 

Resources Development for the Changing World of Work and the ASEAN Roadmap of this 

Declaration adopted and noted respectively by the 36th and 37th ASEAN Summit under the 

Chairmanship of Viet Nam in 2020 (ASEAN, 2021), which provides a comprehensive strategic 

direction for how HRD can support the region’s workforce. 

The design and implementation of human resource development initiatives to meet 

the above statements are further managed by the ASEAN Sectoral Ministerial Bodies. For 

example, the ASEAN Labor Ministers Meeting, which is under the purview of ASC, adopted 

the ASEAN Labor Ministers Work Program 2016-2020 in 2016, with the objective to ensure 

“a better quality of life for ASEAN people through workforce with enhanced competitiveness 

and engaged in safe and decent work derived from productive employment, harmonious 

and progressive workplace, and adequate social protection” (ASEAN, 2017, p.1). More 

recently, the ASEAN Comprehensive Recovery Framework (ACRF) and its Implementation 

Plan were adopted in November 2020 to provide a united and synergistic strategy in 

countering the effects of the Covid-19 crisis in the region (ASEAN, 2020b). The ACRF 

comprised of five broad strategies, where the Implementation Plan outlines the details of 

programs and initiatives in support of the five strategies. For example, Strategy 1 is on 

enhancing health systems where the initiatives include the “exchange of experiences and 

trainings of health professionals for pandemic handling…” (ASEAN, 2020c). Different ASEAN 

Sectoral Ministerial Bodies are responsible for different initiatives in this ACRF. Although 
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recovery efforts are executed at the regional level, member states may align these efforts to 

their respective national measures (ASEAN, 2020c). 

 

Expected Outcomes 

This work-in-progress paper will contribute to the literature on Regional HRD. Specifically, 

we are planning to (a) explore and illustrate the relationships between Malaysia and ASEAN 

in terms of HRD, and (b) identify the role of Malaysia in promoting Regional HRD in Southeast 

Asia through ASEAN. 
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Abstract 

 

Based on the modified UTAUT model, this paper studies the new generation's 

intention and behavior of learning traditional culture through short video and 

constructs the new generation's intention and behavior model of learning 

traditional culture through short video. The results show that traditional culture 

short video performance expectations and facilitating conditions have a 

significant impact on the new generation's willingness to use short video to learn 

traditional culture, but effort expectations and social influence have no 

significant impact on the new generation's willingness to use short video to learn 

traditional culture; the new generation's willingness to use short-video to learn 

traditional culture has a significant impact on their learning behavior. The 

experience of using short videos of traditional culture among the new generation 

can significantly adjust the relationship between the contributing factors and the 

new generation’s willingness to learn traditional culture. 

 

Keywords: traditional culture; short video; UTAUT; new generation 

 

Introduction 

China's excellent traditional culture is the spiritual lifeline of the Chinese nation, an 

important source of the core values of Chinese culture, and a solid foundation for China to 

stand firmly in the world cultural agitation (Xi, 2014). Whether traditional culture can be 

inherited or not depends on the attitude and behavior of the young generation towards 

traditional culture. With the development of the times, the new generation has gradually 

become the mainstream of society. The new generation born in the 1990s has also begun to 

enter middle age. The value orientation and cultural identity of the new generation are 
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changing, and their cognition and learning of Chinese traditional culture are different from 

the past. They are good at accepting new things, but they do not reject the old traditions. A 

large part of the new generation has become a new force for spreading and inheriting 

traditional culture. However, with the continuous expansion of network media, various 

forms and uneven levels of cultural content are full of the Internet. If the excellent traditional 

culture cannot occupy the vision of the new generation, then foreign culture and cultural 

dross will occupy, which is very unfavorable for the spread and inheritance of Chinese 

traditional culture, and some excellent traditional culture will even disappear. 

With the development of mobile Internet technology, short video Apps have gradually 

occupied the vision of the new generation. TikTok, Kwai, Pear Video, etc. are almost essential 

software in the mobile phone of every young person. Most of the entertainment hours of 

the new generation are placed on short videos, and new social platforms are also provided 

for the new generation. At the beginning of the short video, the platform did not strictly 

monitor the video content for marketing and promotion, and some vulgar content was 

widely criticized. However, with the standardized operation of the platform, short video is 

gradually welcomed by users of all ages, including the new generation, and its propagation 

speed and user acceptance are also amazing. The national advocacy for the dissemination 

and development of excellent traditional culture has prompted short video platforms to 

focus on the traditional culture market. With the plague-like spread of short videos, 

traditional culture has gradually become sought after on major video platforms.  

Based on the Unified Theory of Acceptance and Use of Technology (UTAUT), this article 

explores the relationship between the influencing factors of the new generation through 

short video learning of traditional culture, learning willingness and learning behavior, and 

analyzes the moderating effect of short video use motivation and experience on these 

relationships. While clarifying the role of short videos in promoting the new generation’s 

willingness to learn traditional culture, it also explores the effect of the transformation of 

learning willingness to learning behavior and provides a reference for short videos to further 

promote the new generation’s inheritance of traditional culture. 
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Theoretical analysis and model construction 

The Research Status of Traditional Culture Dissemination by Short Video 

Zhang (2020) believes that short videos have three advantages in disseminating 

traditional culture: first, it eliminates the limitations of traditional cultural dissemination; 

second, traditional cultural masters share a platform with the masses, laying the foundation 

for the dissemination of traditional culture; third, short video shooters and the government 

jointly contribute to the dissemination and development of traditional culture. Yu et al. 

(2020) analyzed the impact of short video communication in the 5G era on various fields of 

society and believed that the "pan-video" and "super-video" communication of traditional 

culture will become a trend, and the production, consumption and business models of video 

content will also have profound changes. The research on short videos of traditional culture 

has been gradually carried out with the development of traditional cultural markets by short 

video platforms in the past two years. The scope of research has yet to be expanded, and 

the depth of research has yet to be explored.  

UTAUT theoretical model 

In 2003, Venkatesh et al., based on previous information technology acceptance 

models, synthesized Theory of Reasoned Action (TRA), Technology Acceptance Model 

(TAM), Theory of Planned Behavior (TPB), TAM and TPB compound model, Diffusion of 

Innovation Theory, Social Cognitive Theory and other theories and models, and proposed 

Unified Theory of Acceptance and Use of Technology (UTAUT) (Venkatesh et al., 2003). This 

model increases the ability to explain intentional behaviors in the past Theory of Reasoned 

Action (TRA) and Theory of Planned Behavior (TPB) to 70%. The variables in the UTAUT 

model are divided into two categories, one is the core variables, including performance 

expectations, effort expectations, social influences and contributing factors; the other is the 

moderating variables, including gender, age, voluntariness, and experience. 

In the UTAUT model, performance expectations refer to the extent to which users 

believe that the use of a certain technology can improve their work performance; effort 

expectations refer to the degree of effort required by the user to use a certain technology 
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or the ease of use of the technology; social impact refers to the extent to which the user’s 

use of a certain technology is affected by the thoughts and behaviors of the surrounding 

groups; contributing factors refer to the extent to which the user’s perception of objective 

conditions (such as the ease of use) affects their use of a certain technology. With the 

deepening of technology acceptance model research, related theories and model extensions 

are also constantly enriched, and more variables are added to the model (Venkatesh & Bala, 

2010). The development of technology acceptance and use model research presents three 

trends: theoretical independence, continuity of model relationships, and mutual integration 

of models (Im et al., 2011). In short, most previous research believed that the UTAUT model 

has a high explanatory power for the willingness and behavior of a certain technology. The 

UTAUT theoretical model is shown in Figure 1.  

 

Performance 
expectancy

Effort 
expectancy

Social 
influence

Facilitating 
conditions

Behavioral 
intentions

Use behavior

Voluntariness 
of use

Gender Age Experience

 

Figure 1. Theoretical model of UTAUT 

 

In this study, the original UTAUT model was revised according to the research purpose. 

The original UTAUT model is mainly used to measure and verify the user’s willingness to use 

and use behavior of a certain technology. The facts show that the new generation has fully 

accepted and used short video technology, but the willingness and behavior of learning 

traditional culture through short video is still unclear. Therefore, this research will use the 
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UTAUT model theory to modify the model and take the new generation's willingness and 

behavior of learning traditional culture through short videos as the dependent variables of 

the model. In addition, the contributing factors in the UTAUT model directly affect the use 

behavior, which means that the more convenient factors to use a certain technology, the 

more likely it is to prompt users to directly use the technology. This study mainly explores 

the willingness and behavior of the new generation to learn traditional culture through short 

videos, rather than the willingness and behavior of using short video technology. Therefore, 

the contributing factors will have an impact on the new generation's willingness to learn 

traditional culture but will not directly affect the new generation's behavior in learning 

traditional culture. At the same time, due to different research purposes, this study revised 

the original four adjustment variables of gender, age, experience, and voluntary level in the 

UTAUT model into two adjustment variables of use experience and motivation. The revised 

theoretical model is shown in Figure 2. 

 

Performance expectation 
of traditional culture 

short video

Effort  expectation of 
traditional culture 

short video

Social influence of 
traditional culture 

short video

Facilitating conditions 
of traditional culture 

short video

New generation's 
willingness to learn 
traditional culture

New generation's 
learning behavior of 
traditional culture

Use motivation, Use 
experience

 

Figure 2. Modified theoretical model 

 

The influence of performance expectation, effort expectation, social influence and 

facilitating conditions on learning intention 
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Performance expectations refer to the degree to which users can improve their own or 

organizational performance by using a certain technology (Lin & Anol, 2008). Traditional 

culture is widely disseminated in the new generation through short video platforms. The 

new generation can quickly understand and learn traditional cultural forms that have not 

been seen before through short videos. Some of the short videos also explain the traditional 

culture, so that the new generation can learn quickly, shorten the learning time, and can be 

watched repeatedly, which is especially suitable for the fast-paced lifestyle of current time 

fragmentation. Therefore, short videos of traditional culture can significantly increase the 

willingness of the new generation to learn traditional culture. 

Effort expectation refers to the degree of effort required by users to use a certain new 

technology (Venkatesh et al., 2003), which mainly includes perceived ease of use, system 

complexity, and ease of operation. Some scholars believe that the difficulty of using a certain 

technology will directly affect the user's willingness to use the technology (Davis, 1989). 

There are two paths for the impact of effort expectation, one is to directly affect the 

intention to use, and the other is to first affect the performance expectation, and then affect 

the intention to use (Zhou, 2012). The short video APP is easy to operate and has almost no 

difficulty for the new generation. They can easily get the content they need from the short 

video.  

Social influence refers to the influence exerted by the more important people around 

the user on their willingness to use a certain technology. For example, the recommendation 

of the user's family and friends can increase the user's willingness to use a certain technology 

(Lewis et al., 2003). Short videos are spreading rapidly in the new generation, and the video 

platform has a sharing function. Short videos shared and recommended by friends will get a 

very high click rate and watch rate. With the help of the sharing and recommendation 

functions of short videos, traditional culture can greatly increase the speed of dissemination 

and acceptance in the new generation.  

Facilitating conditions refer to the degree to which users believe that the organization 

or device supports the use of the technology when using a certain technology, that is, how 
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convenient it is to use the technology (Venkatesh et al., 2003). Agarwal & Karahanna (2000) 

verified the relationship between contributing factors and intentions through empirical 

research. Short video, as a product of the mobile Internet, has rapidly become popular 

among users in just a few years. For the new generation that has grown up on the Internet, 

it is not difficult to use.  

Based on the above analysis, this research proposes the following hypotheses: 

H1: Traditional culture short video performance expectation has a positive impact on 

the new generation of traditional culture learning intention 

H2: Traditional culture short video effort expectation has a positive impact on the new 

generation of traditional culture learning willingness 

H3: The social impact of short video of traditional culture has a positive impact on the 

learning willingness of the new generation of traditional culture 

H4: The facilitating conditions of traditional culture short video have a positive impact 

on the learning willingness of the new generation of traditional culture 

The influence of learning willingness and facilitating conditions on learning behavior 

The willingness to use refers to the user's subjective willingness to use a certain 

technology or system now or in the future. In this study, it refers to the new generation's 

willingness to use short videos to learn traditional culture. Usage behavior is the behavior of 

users using a certain technology or system under the trend of usage willingness. It needs to 

go through the whole process from motivation to implementation (Gollwitzer, 1999). In this 

study, it refers to the behavior of the new generation using short videos to learn traditional 

culture. Venkatesh et al. (2003) confirmed that the intention to use can directly promote the 

occurrence of use behavior. He believes that users are more recognized by a certain 

technology or system and have the motivation to use such technology or system, then they 

will be driven to use this technology or system. The system will also be recommended to 

people around to use. The new generation uses short videos to watch and understand 

traditional culture, especially attracted by some traditional cultural forms, and will have the 
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willingness to learn this traditional culture, and then take some actions to learn these 

traditional cultures. 

Based on the above analysis, this research proposes the following hypotheses: 

H5: The new generation's willingness to learn traditional culture positively affects 

traditional cultural learning behavior 

Moderating effects of experience and motivation 

The core variables in the UTAUT model are affected by four moderating variables: 

gender, age, experience, and voluntariness. This study takes the new generation as the 

research object, and the age is relatively single, so age should not be used as a moderating 

variable in this study. In addition, viewing and users of short videos are generally not affected 

by gender, so gender should not be used as a moderating variable in this study. Since this 

study uses the promotion of traditional cultural short videos to the new generation to learn 

traditional culture as the research content, the experience of using traditional cultural short 

videos may have an impact on the new generation’s willingness and behavior to learn 

traditional culture through short videos. At the same time, the new generation uses short 

videos for entertainment as the main purpose, and they will also acquire certain knowledge 

through short videos. When choosing short video types, in order to meet certain usage 

purposes, the new generation will also choose according to their own motivations. The 

motivation to use short videos of traditional culture may have an impact on the new 

generation’s willingness and behavior to learn traditional culture through short videos. 

Based on the above analysis, this study puts forward the following hypotheses: 

H6a: Use experience positively moderates the relationship between traditional culture 

short video performance expectation and new generation traditional culture 

learning intention 

H6b: Use experience positively moderates the relationship between short video effort 

expectation of traditional culture and learning intention of new generation of 

traditional culture 
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H6c: Use experience positively moderates the relationship between social impact of 

short video of traditional culture and learning intention of new generation of 

traditional culture 

H6d: Use experience positively moderates the relationship between the contributing 

factors of traditional culture short video and the learning intention of the new 

generation of traditional culture 

H6e: Use motivation positively moderates the relationship between traditional culture 

short video performance expectation and new generation traditional culture 

learning intention 

H6f: Use motivation positively moderates the relationship between short video effort 

expectation of traditional culture and learning intention of new generation of 

traditional culture 

H6g: Use motivation positively moderates the relationship between social impact of 

short video of traditional culture and learning intention of new generation of 

traditional culture 

H6h: Use motivation positively moderates the relationship between the facilitating 

conditions of traditional culture short video and the learning intention of the new 

generation of traditional culture 

 

Research design 

Sample selection 

This study uses questionnaire surveys to collect data and distributes questionnaires in 

both online and offline methods. Both methods use electronic questionnaire systems for 

easy collection and statistics. Offline mainly randomly selected college students to answer 

the questionnaires. The surveyed college students were generally born after 1996 and 

conform to the age characteristics of the new generation. Online questionnaires are mainly 

distributed by sending links on websites with a large number of new generation users, such 

as Zhihu, Bilibili, and Douban. A total of 500 questionnaires were distributed offline and 467 
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questionnaires were returned; a total of 600 questionnaires were distributed online and 388 

questionnaires were returned. The valid questionnaires were 318, and the effective rate of 

recovery was 37.2%. 

Measuring tools and methods 

The measurement items of the variables are adapted based on the new generation’s 

willingness and behavior to learn traditional culture through short videos on the basis of 

related research. The performance expectations of traditional cultural short videos, the 

effort expectations of traditional cultural short videos, the social influence of traditional 

cultural short videos, the facilitating conditions of traditional cultural short videos, and the 

new generation of traditional cultural learning willingness measurement items are based on 

Venkatesh, Morris, Davis(Venkatesh et al., 2003), Zhou Tao , Lu Yaobin, Zhang Jinlong, Yan 

An(Zhou et al., 2009) research and adaptation; the new generation of traditional cultural 

learning behavior mainly draws on the research and adaptation of Li Dan(Li, 2009), Huang 

Haoming(Huang, 2012) ; The use experience and motivation are mainly adapted from the 

research of Zhang Si and Li Yongfan (Zhang & Li, 2014). All measurement items are in the 

form of a Likert seven-point scale, where 1 represents "very disagree" and 7 represents "very 

agree". 

Data analysis and model validation 

Common method variance 

This study uses a questionnaire survey method to collect data. Due to the personal 

characteristics, life background, and social factors of the respondents, there may be 

common method variance in the survey process. In order to ensure the reliability of the 

research, the Harman one-way analysis was used to test the common method variance, and 

the exploratory factor analysis was performed without rotation. The results show that there 

are 4 factors with eigenvalues greater than 1, and the first factor explains the contribution 

rate of 39.3%, which is less than 50% of the judgment standard (Hair et al., 1998), there is 

no serious common method variance. 

Reliability and validity test 
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The reliability test of each dimension shows that the Cronbach's α coefficient and CR 

value of the five dimensions are greater than 0.7, as shown in Table 1, indicating that the 

model has high reliability. Confirmatory Factor Analysis (CFA) was used to test the internal 

structure validity. The model fitting indexes were χ 2 = 257.554, df = 157, χ 2 / df = 1.640, 

NNFI = 0.971, CFI = 0.976, RMSEA = 0.045, RMR = 0.038, in which NNFI and CFI were greater 

than 0.9, RMSEA and RMR were less than 0.08, indicating that the model has good 

discriminant validity. The Average Variance Extracted (AVE) was used to measure the 

convergent validity of the scale. The AVE values of each dimension were greater than 0.5, 

indicating that the convergent validity of the scale was good. For the test of discriminant 

validity, the square root of AVE is calculated. As shown in Table 2, the square root of AVE of 

each dimension is greater than the correlation coefficient of other dimensions, indicating 

that the sample has good discriminant validity. 

 

Table 1. Reliability and validity index 

Variable Factors Cronbach's α CR AVE 

Performance 
expectation of 

traditional culture 
short video (PE) 

Traditional culture short video can spread Chinese 
traditional culture 

0.818 0.876 0.701 

Traditional culture short video let me have a 
deeper understanding of Chinese traditional 
culture 

Traditional culture short video makes me like 
traditional Chinese culture 

Traditional culture short video can improve the 
efficiency of learning traditional culture 

Effort  expectation 
of traditional 

culture short video 
(EE) 

I think it's easy to find traditional cultural content 
with short video software 

0.850 0.900 0.692 

It's easy to learn how to use short video software 
to understand traditional culture 
It's easy for me to know which video software can 
learn traditional culture 
I think it's very easy to learn traditional culture 
with short videos 

Social influence of 
traditional culture 

short video (SI) 

Short video on traditional culture of mobile phone 
push or advertising will make me interested in 
learning traditional culture 

0.814 0.891 0.731 
Learning traditional culture with short videos can 
make me look more cultural 
My organization (such as school, family, 
community, etc.) supports me to use short videos 
to learn traditional culture 
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Facilitating 
conditions of 

traditional culture 
short video (FC) 

Stable network and enough traffic to allow me to 
watch traditional culture conveniently with short 
video 

0.804 0.886 0.721 
The guidance and publicity of public opinion 
impels me to use short video to watch and learn 
traditional culture 
I can watch and learn traditional culture on 
multiple short video platforms 

New generation's 
willingness to 

learn traditional 
culture (UI) 

When necessary, I will use short videos to learn 
Chinese traditional culture 

0.885 0.930 0.815 
When I am interested, I will use short videos to 
learn Chinese traditional culture 
If using short videos to learn traditional culture 
can bring me benefits, I am willing to use them 

New generation's 
learning behavior 

of traditional 
culture (UB) 

I use short video to learn traditional culture to 
improve my skills 

0.920 0.950 0.864 
I use short videos to learn traditional culture to 
improve myself 

I use short videos to learn traditional culture to 
enhance my interest in life 

 

Descriptive statistics and correlation analysis 

Pearson correlation analysis was carried out for each variable in the model, as shown 

in Table 2. The table shows the mean value, standard deviation and correlation coefficient 

of each variable in the model. It can be seen that the correlation coefficient of each variable 

in the model is greater than 0.3 and less than 0.8, which belongs to moderate correlation 

and has reached a significant level. The above correlation results preliminarily verify some 

of the hypotheses proposed in this study and provide support for the subsequent hypothesis 

testing. 
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Table 2. Descriptive statistics and correlation coefficients of each variable 

  1 2 3 4 5 6 

1. Performance 
expectation 

(0.837)           

2. Effort expectation 0.629** (0.832)         
3. Social influence 0.611** 0.684** (0.855)       
4. Facilitating 
conditions 

0.593** 0.680** 0.689** (0.849)     

5. Willingness to 
learn 

0.606** 0.583** 0.570** 0.698** (0.903)   

6. Learning behavior 0.570** 0.656** 0.691** 0.661** 0.616** (0.930) 
M 5.677 5.162 4.861 5.232 5.752 5.053 
SD 0.933 1.114 1.248 1.220 0.972 1.354 

Note: The value in brackets on the diagonal of the correlation coefficient matrix shows the square root value 

of AVE; the value in the bottom left of the correlation matrix shows the correlation coefficient value. 

*Indicates that the correlation coefficient is significant at the level of 0.05; **Indicates that the correlation 

coefficient is significant at the level of 0.01. 

 

Hypothesis testing 

We use Amos20.0 statistical analysis software to build the structural equation model in 

Figure 1, run the data, and obtain the path coefficients between variables, as shown in Table 

3. The hypothesis test results show that the path coefficient of the traditional cultural short 

video performance expectation on the new generation of traditional cultural learning 

willingness is 0.318, and it is a significant positive effect (P<0.001), and the hypothesis H1 is 

verified. The path coefficient of the traditional cultural short video effort expected to affect 

the new generation of traditional cultural learning willingness is -0.036, and there is no 

significant impact (P>0.05), and the hypothesis H2 has not been verified. The path coefficient 

of the social impact of short videos of traditional culture on the learning willingness of the 

new generation of traditional culture is -0.059, and there is no significant impact (P>0.05), 

and the hypothesis H3 has not been verified. The path coefficient of traditional cultural short 

video contributing factors on the new generation of traditional cultural learning willingness 

is 0.641, and it has a significant positive impact (P<0.001). Hypothesis H4 is verified. The path 

coefficient of the influence of the new generation's traditional cultural learning willingness 
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on the new generation's traditional cultural learning behavior is 0.901, and it is a significant 

positive effect (P<0.001), and the hypothesis H5 is verified. 

 

Table 3. Path coefficient and hypothesis test results 

Path 

relationship 

Path 

coefficient 
S.E. C.R. P value result 

UI<---PE 0.318 0.091 3.496 *** approved 

UI<---EE -0.036 0.093 -0.384 0.701 Rejected 

UI<---SI -0.059 0.105 -0.559 0.576 rejected 

UI<---FC 0.641 0.116 5.526 *** approved 

UB<---UI 0.901 0.066 
13.68

6 
*** approved 

Note: * Correlation coefficient is significant at the level of 0.05; ** correlation coefficient is significant at the 

level of 0.01; *** correlation coefficient is significant at the level of 0.001. 

 

Hierarchical regression was used to test the moderating effects of motivation and 

experience. The results show that the moderating effect of using motivation on the 

relationship between traditional culture short video performance expectation, effort 

expectation, social influence, facilitating conditions and new generation traditional culture 

learning willingness is not significant; The moderating effect of using experience in the 

relationship between the facilitating conditions of traditional culture short video and the 

learning willingness of the new generation of traditional culture is significant, while the 

moderating effect in other influencing relationships is not significant. As shown in Table 4, 

the regression coefficient between the interaction between the use experience and the 

facilitating conditions of traditional culture short video and the learning willingness of the 

new generation of traditional culture is 0.052, P < 0.001, which is a significant positive 

adjustment. Further regression analysis of different groups with different use experience 

shows that for the new generation who have not watched the short video of traditional 

culture, the influence of facilitating conditions on learning willingness is not significant（ β= 

1.714，P=0.052）； For the new generation who seldom watch short videos of traditional 
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culture, the facilitating conditions have a significant positive impact on learning willingness

（ β= 0.777，P=0.000）； For the new generation who occasionally watch short videos of 

traditional culture, facilitating conditions have a significant positive impact on learning 

willingness（ β= 0.657，P=0.000）； For the new generation who often watch short videos 

of traditional culture, facilitating conditions have a significant positive impact on learning 

willingness（ β= 0.678，P=0.000). In conclusion, it is assumed that H6a, H6b, H6c, H6e, 

H6f, H6g and H6h are not tenable, and H6d is partially tenable. 

 

Table 4. The moderating effect of using experience between the facilitating conditions of 

traditional culture short video and the learning willingness of the new generation of 

traditional culture 

 

Variable 
Learning willingness 

Model 1 Model 2 

Main effect   
Interaction effect 0.319*** 0.798*** 
Facilitating conditions 0.710*** 0.562*** 
Interaction effect   
IE*FC  0.052*** 

F 136.136 133.448 
R2 0.464 0.459 
ΔR2 0.460 0.455 

Note: * The correlation coefficient is significant at the level of 0.05; ** The correlation coefficient is 

significant at the level of 0.01; *** The correlation coefficient is significant at the level of 0.001. 

 

Conclusion 

The performance expectation of traditional culture short video has a significant positive 

impact on the new generation's willingness to learn traditional culture, which shows that 

the performance of watching traditional culture short video has a significant role in 

promoting the new generation's learning of traditional culture. These performances include 

improving the new generation's understanding of traditional culture, their love of traditional 

culture, the convenience of learning traditional culture, and the efficiency of learning 

traditional culture.  
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The effort expectation of traditional culture short video has no significant impact on 

the new generation's willingness to learn traditional culture, which indicates that the effort 

required to use short video software and obtain traditional culture content in short video 

software has no significant impact on the new generation's learning traditional culture, 

including the popularity of using short video software, the difficulty of finding traditional 

culture content in short video, the convenience of using short video to learn traditional 

culture.  

The social influence of traditional culture short video has no significant impact on the 

new generation's willingness to learn traditional culture, which indicates that the influence 

and recommendation of people around them have no significant impact on the new 

generation's learning traditional culture, including the recommendation of traditional 

culture short video by friends and family, the push and advertising of short video platform, 

and the impact of traditional culture short video on their own life and work.  

The facilitating conditions of short video in traditional culture have a significant positive 

impact on the willingness of the new generation to learn traditional culture. It shows that 

the convenience of using traditional video can promote the willingness of the new 

generation to learn traditional culture. The stronger the convenience, the stronger the 

willingness of the new generation to learn traditional culture, the worse the convenience, 

the weaker the willingness of the new generation to learn traditional culture. The 

convenience of the new generation to use traditional short video includes being able to 

watch short video of traditional culture, smooth network transmission and good service of 

video platform by multiple devices and platforms.  

The willingness of the new generation to learn traditional culture has a significant 

positive impact on the behavior of learning traditional culture, which indicates that the new 

generation can transform the will into behavior after the generation has the willingness to 

learn traditional culture. The new generation has an interest in traditional culture after 

watching short video of traditional culture, and turns interest into learning motivation, and 

finally puts it into the study of traditional culture. It shows that traditional culture short video 
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can not only promote the new generation to generate the willingness to learn traditional 

culture, but also transform the learning willingness into the behavior of learning traditional 

culture. 

Using experience plays a positive moderating role between the contributing factors of 

traditional culture short video and the new generation's willingness to learn traditional 

culture. It shows that the more times and experience the new generation uses traditional 

culture short video, the more convenient they can use short video technology, and the less 

technical barriers they have in the process of learning traditional culture through short 

video. Therefore, it can further promote the new generation's willingness to learn traditional 

culture. 
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Abstract 

 

There is an increasing trend for employees to leave their current job early well 

before the age of mandatory retirement. Most employees getting stress due to 

workload in their organization. Meanwhile, some of the early retirement are due 

to health and also career development. According to previous studies, there is 

high physical job pressure, low independence in the task, and low commitment 

to the organization that will reason the employees to decide to retire early. Thus, 

for personal level, health and wealth have been influential factors that be a 

reason for employees to retire early. This study is aimed at finding the 

relationship of the contributing factors (job stress, career development, and 

health) and early retirement intention. This study was done by using a 

quantitative method where the data were collected by using questionnaires as 

the instrument. The sample size of data collection for this study is 280 samples 

in one of the public sector organization in Kuching, Sarawak. The data were then 

analysed by using Statistical Package for Social Science (SPSS) and tested with 

descriptive, Pearson Correlation, and Multiple Regression. The findings have 

shown that there is a significant relationship between job stress and early 

retirement intention. Thus, there was a significant relationship between health 

and early retirement intention. It was also found that job stress is the most 

dominant factor affecting early retirement intention. The findings could signal a 

gradual change in decision of opting for early retirement in Malaysia society. 

Thus, Malaysian organizations could assist and guide the employees on the 

suitable awareness programs for employees’ welfare. 

 

Keywords: Early Retirement Intention, Job Stress, Career Development, Health 
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Abstract 

 

Climate change and depletion of natural resources led the global community to come 

together to find a solution towards sustainability of the environment. Series of 

proceedings which arose from these concerns led to the adoption of the concept of 

Green Human Resource Management (GHRM) practices, and organizations in the 

public sector are experiencing difficulties implementing GHRM practices. The objective 

of this paper is on predictors of GHRM practices in public sector organizations, and the 

underlying theory applied to this study is A-M-O (ability, motivation, and opportunity). 

In the search for literature, various keywords like "green human resource 

management practices, public sector organizations, A-M-O theory, climate change, 

and environmental sustainability" were recognized, and the database accessed were 

MDPI, SAGE Publications, Science Direct, Elsevier, Wiley Online Library, Emerald 

Insight, Scimago Journal, Inder Science Publishers, Taylor and Francis Online, Springer, 

CCSE, Pubs Online, and Research Gate. Literature accessed were published in English 

language. 

 

Keywords: GHRM Practices, Public Sector Organizations, A-M-O Theory, Climate Change, 

Environmental Sustainability. 

 

Introduction 

GHRM are eco-friendly activities that safeguards the environment from harmful 

practices in support of sustainable development, and this is done through innovative 

concepts implemented by organizations through the human resource department to 

transfer green skills, education, and competences to its employees (Opatha, 2013; Pinzone 

et al., 2019). GHRM practices are organizations HR strategies to transform the behaviour and 

attitudes of its employees to become eco-friendly (Bombiak & Marciniuk-Kluska, 2018). 

Scholars have argued that education, training and development of employees are important 

necessities to achieving Millennium Development Goals (MDGs) (Bolton, 2021). Renwick et. 
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al. (2008) revealed that GHRM practices was born through the incorporation of corporate 

environmental management into HRM, and an organization's objectives to achieve GHRM 

practices can be attained through “integrating green practices into HR system, training and 

development, communication between employees and their employer, pay and reward 

mechanism (Almutawa et al., 2016; Molina-Azorin et al., 2021). GHRM practices are pro-

environmental behaviours been adopted by organizations globally in order to achieve its 

economic, environmental, and social objectives through the transfer of green skills, abilities, 

motivation, and opportunities to its employees, and this can be achieved through green 

recruitment, training and development, performance and appraisal management, 

compensation, and employee relations (Jackson et al., 2011; Mousa & Othman, 2020; 

Suharti & Sugiarto, 2020), and some of the green resourcefulness adopted by HR 

departments are green building, adoption of digital office, energy preservation, recycling 

and discarding of waste which includes to reduce, reuse, and recycle in order to protect the 

natural environment from further destruction (Ahmad, 2015). GHRM practices therefore 

requires that individuals and employees safeguard the environment from further depletion 

by engaging in eco-friendly activities in order to reduce carbon footprints, and the 

fundamental reason why organizations indulge in GHRM practices is to accomplish their 

green goals and objectives, which advances the corporate green image of the organization, 

as this attracts economic fortune for the organization and the employees. 

Through literature review this study aimed to highlights the predictors of GHRM 

practices in public sector organizations, and suggestions made on how GHRM practices can 

be implemented through collaborative strategies. The significance of study is to contribute 

to already existing literature, while empirical evidence were provided for future HR research 

and practices as well as policymakers on the impediments towards implementation of GHRM 

practices among public sector organizations. The organization of the paper goes thus: the 

definition of the concept of GHRM practices, types of GHRM practices, and the various types 

of green resourcefulness adopted by HR departments, and predictors of GHRM practices in 

the context of public sector organizations was explained. Secondly, the linkage between A-
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M-O theory and GHRM practices was explained, and its significance for implementation. 

Lastly, there is the conceptual framework showing how GHRM practices positively impacts 

the organization and the environment, the concluding part of the paper, as well as 

implication for HRD practice and research, and recommendation for future research. 

 

GHRM Practices in the Context of Public Sector Organization and how it differs from other 

Sectors 

In a study conducted among public and private sector organizations in the UAE, 

management personnel and employees of the public sector organizations lacked the 

knowledge on GHRM practices, however, this cannot be said of the top management and 

employees of the private sector organizations investigated who had the knowledge of GHRM 

practices and also utilized it (Qureshi et al., 2020; Waxin et al., 2020), while in that of Qatari 

Oil and Gas industry which is public sector organizations, it was revealed that GHRM 

practices was unknown to the top management and employees, as there was lack of 

literature and practice to guide management and employees on how to adopt GHRM 

practices (Abdel-Maksoud et al., 2016; Obeidat et al., 2020). GHRM practices are also 

unknown among public and private sector organizations in Kenya (Chemjor, 2020), and the 

lack of literature and practice on GHRM in Oceania and Africa among public and private 

sector organizations (Pham et al., 2020). Fawehinmi et. al. (2020) in a study on GHRM 

practices which was conducted among 425 lecturers in public research universities in 

Malaysia, revealed that some of the lecturers had knowledge on GHRM practices, while 

some other had none. In order to achieve its green goals and objectives, organizations must 

therefore transfer new skills through green trainings and development of its employees for 

pro-environmental behaviours and attitudes. Chaudhary (2018) revealed in a study that 

some organizations now advertise vacancies while mentioning as a condition that future 

applicants must possess some green skills and competences in order to align with the 

organizations objectives for a green workplace and environment (Gully et al., 2013; Pham & 

Paille, 2019; Pham et al., 2019), and GHRM practices is more prevalent among developed 
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economies and some other developing countries (Gupta, 2018). The process for 

organizations to becoming GHRM practices compliant is innovative, and so therefore also 

helps interested organizations to align with the values of creativity and development, and 

organizations which practices GHRM also contributes their role towards the economic, 

environmental and social development of the society. 

Kulla et. al. (2017) revealed in a study conducted in Mimika Regency (Papua) that the 

public sector presently is unproductive due to some impediments like educationally 

unqualified employees, employees handling tasks which they are not trained or educated 

for, a culture of dishonesty in the management of organization, and system that does not 

reward or compensate employees based on performance. When organizations encounter 

problems like these, they will be unable to implement GHRM practices, as training and 

education to acquire green skills are mandatory for any organization to achieve GHRM 

practices. Brunetto and Beattie (2019) further revealed in a study conducted among public 

sector organizations in Turkey and Venezuela, that a culture of distrust exist between 

employees in the public sector and public officials, also a culture of political instability in 

Venezuela, and this has led to inconsistency in government policies which has affected the 

transition of HRM to GHRM. HRM in public sector organizations in the United Kingdom (UK) 

has also been affected due to BREXIT, as the skills and competences among employees in 

UK's public sector organizations has been reduced due to the departure of some of its 

employees to their countries in Europe, and this has affected the migration of HRM to GHRM 

within some public sector organizations (e.g. health and social care) in UK (Brunetto & 

Beattie, 2019). Brunetto and Beattie (2019) further mentioned that the field and practice of 

HRM have also been affected in the United States due to Donald Trump's immigration policy 

which deprived so many skilled and educated HRM scholars and professionals from 

migrating to the United States to contribute towards the migration of HRM to GHRM 

practices, just as the COVID-19 pandemic has had negative effects on GHRM practices, in 

that it restricted so many HRM scholars and professionals from migrating or involving in 

other physical collaborative efforts, as deliberations can only be done through online 
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platforms like Zoom, Webex, or Teams (Kalogiannidis, 2021), however, physical presence is 

needed to get the task done through on the spot appraisals for the implementation of GHRM 

practices in both public and private sector organizations. The COVID-19 pandemic has also 

brought so many challenges (health and financial crisis) to various HRM scholars and 

professionals across countries and continents in both the public and private sector 

organizations (Hamouche, 2021), and this has greatly had negative effects on the successful 

migration from HRM to GHRM practices. Government policies have a role to play in 

balancing the ecosystem from which HRM scholars and professionals operate from, 

especially in the migration from HRM to GHRM practices, and HRM scholars and 

practitioners need new skills and competencies to navigate the current crisis brought about 

by the COVID-19 pandemic. 

Mishra et. al. (2014) revealed in a study conducted among management and 

employees of public sector organizations in India of the presence of innovation, but lack of 

knowledge on GHRM practices. Jalaja (2018) revealed that 27 private sector organizations 

(start-ups) investigated in India had knowledge and also practiced GHRM in its daily 

operations. Hossen et. al. (2018) revealed in a study conducted in Bangladesh among 

selected banks in the private sector who had the knowledge of GHRM practices but were 

unable to fully implement its practices due to lack of government support on policy 

implementation, ignorance of GHRM practices among a larger population, and lack of 

finance to have it implemented. Jermsittiparsert (2021) revealed in a study conducted 

among 375 respondents of lecturers of public academic institutions in Thailand, that GHRM 

practices existed in some of the institutions, but the respondents had no knowledge of what 

GHRM practices (environmental green behaviour and environmental knowledge) means. Gill 

et. al. (2021) conducted a study among employees in the public university sector of Pakistan 

in the Punjab region, and further revealed that employees investigated lacked knowledge 

on GHRM practices and green knowledge. Organizations which makes green trainings and 

development mandatory for its workforce are able to entrust employees with green 

responsibilities in order to contribute to support the organization's green goals and 
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objectives. Rahoo et. al. (2020) revealed in a study conducted among firms in the 

Information and Communications Technology (ICT) sector in Pakistan that GHRM practices 

are very necessary because they help the organization to achieve its economic and 

sustainable development objectives, while also conserving resources and saving money 

(Bhutto & Auranzeb, 2016). Employees through the department of human resources 

management remains the most important instrument for any organization to achieve its 

designed objectives through the transfer and acquisition of new skills and competences, as 

HRM possesses the components towards enriching the field, scope, and practice of GHRM. 

 

Theoretical Perspective related to GHRM Practices 

Significance of A-M-O theory towards the Implementation of GHRM Practices 

Over the years, AMO theory has been affirm its impact on GHRM practices, and this 

is because of the strength brought to employees by abilities, motivation, and opportunities 

which helps the organization and its employees to function effectively in achieving its green 

objectives (Appelbaum et al., 2000; Opatha, 2015; Arulrajah & Opatha, 2016). Bal and De 

Lange (2015) in a research conducted, mentioned that the AMO theory has led to the success 

of employees and organizations objectives across countries in Europe, North America, Asia, 

Oceania, and these countries and the number of organizations investigated are: United 

Kingdom (7), Luxemburg (1), Sweden (1), Belgium (1), Croatia (1), Denmark (3), Romania (1), 

Germany (1), Ireland (2), The Netherlands (6), Italy (1), Greece (1), New Zealand (1), China 

(3), United States (5), Taiwan (1), Jordan (1), Korea (4), Turkey (1), Hong Kong (1), Australia 

(1), India (1), Uruguay (1), Botswana, Poland, Spain, France, and South Africa (Guerci et al., 

2015). Employees often need the support of the management of an organization to perform 

their assigned green duties which comes in the form of required opportunities, and 

motivation is an end product of abilities and opportunities as they are able to internally 

motivate an employee to behave green, since the required support have been provided 

through partnership which therefore is able to influence employees towards supporting the 

organization's green objectives. 
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Development of Employees Green Abilities 

Green abilities help organizations to attract eco-friendly talents, as it also helps to 

develop the green competences of employees through green trainings and development 

which aligns with organizations green objectives, and previous research have affirmed the 

positive impact of AMO theory on GHRM practices (Yu et al., 2020; Qureshi et al., 2020). 

Employee green training is important because it transfers green skills and knowledge to 

employees which is able to support the organizations green objective towards achieving eco-

friendly practices. An organization which empowers its employees with the required skills 

and competences is directly also investing on its own efficiency and productivity. 

Motivation of Green Employees 

Motivating employees through reward and appraisal system is a basic feature of 

GHRM practices. Motivating employees through a system that rewards their excellence, 

makes them eager to want to perform effectively, and this can be through monetary, higher 

pay, or elevation of office (Sobaih et al., 2020; Kusi et al., 2021). Mahdy and Alhadi (2021) 

revealed that AMO theory is well suited to motivate employee performance and productivity 

in all of HRM practices. When the management of an organization is able to provide the 

required motivation for its employees, it creates a balanced mental well-being for the 

employees to act responsibly towards supporting the organization to achieve its green 

objectives, as green skills and talents are not enough to achieving an organization's green 

goals. 

Provision of Green Opportunities for Employees 

The primary aim for adoption of GHRM practices is to incorporate environmentally 

safe practices into an organization's operational framework (Moktadir et al., 2018), and 

when opportunities are made available to employees, they are able to contribute their 

support towards the organization's environmental performance. Opportunities come in the 

form of feedback mechanism (Renwick et al., 2008; Renwick et al., 2013), green teamwork 

is also an opportunity for employees to showcase their green skills and competences as it 

contributes to the organization's green objectives. Figure 1 shows the impact of green 
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ability, motivation, and opportunity on the environment and organization through the 

activities of GHRM practices (Sobaih et al., 2020). Opportunities given to employees in the 

organization also creates trust between the organization and its employees, as employees 

sees such opportunities as an avenue to further grow their skills and competences. The AMO 

theoretical model remains an efficient mechanism which can be used by organizations in the 

public sector towards achieving its green objectives. 

 

Figure 1. Conceptual framework (Sobaih et al., 2020). 

 

Factors Linked to GHRM Practices 

Green Support for Opportunities from Management 

Different factors affect the adoption of GHRM practices in public sector 

organizations, and one of them is management support in the form of opportunities for 

employees (Cummings, 2008), and among such opportunities is management-employee 

collaboration, green reward mechanism (Grolleau et al., 2012; Oberhofer & Furst, 2013), as 

this highly motivates employees as been part of the decision-making process in the 

organization while also feeling appreciated for green tasks done efficiently. For organizations 

to achieve its set green objectives, it must show dedication towards the well-being of its 

employees. 

Green Training and Development for Green Abilities 

Opatha and Arulrajah (2014) revealed in a study that green training and development 

is necessary for organizations to achieve its green objectives, as green skills and 
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competences are transferred to employees, which are then utilized to embark on their green 

tasks (Renwick et al., 2013), and examples of green skills are green MBAs, and green 

administration which is able to attract green talents (Delmas & Sanja, 2013; Jabbour, 2015). 

Green abilities (skills) for employees are a necessity for any organization which hopes to 

efficiently achieve its set green objectives, as a well-trained employee remains an economic, 

social, and environmental asset to the organization. 

Green Communication for Green Motivation 

When the management hierarchy of an organization is able to provide a seamless 

green communication channel, it motivates employees to act as desired by the green 

objectives of the organization towards effective GHRM practices (Jia et al., 2018). Effective 

communication in organization leads to accurate planning strategies, as it also builds trust 

between management and employees, which then leads to a rise in output, efficiency, and 

self-esteem among employees. 

Green Policies for Green Opportunities 

Government policies is a significant motivator for organizations to achieving its 

GHRM practices, and examples of these are budgetary allocation in the form of support to 

public sector organizations for the purchase of new technological accessories meant to 

migrate from traditional HRM practices to GHRM practices (Cherian & Jacob, 2012), and also 

formulation of green policies like the Malaysia National Green Technology Policy which has 

as its core objectives energy, environment, economy, and social well-being, as well as the 

Singapore’s green plan 2030 (Rajiani et al., 2016; Han, 2019). Government green policies 

help organizations to clearly outline their green objectives towards achieving GHRM 

practices. 

 

Conclusion 

The findings of this study have revealed that there are impediments experienced by 

public sector organizations in trying to implement GHRM practices, unlike their counterparts 

in the private sector organizations. There is also a new dimension to this study as it has 
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revealed that public sector organizations are challenged with many bureaucracies which 

discourages them from wanting to implement GHRM practices because of the many 

bottlenecks experienced. The implications for this study is that management hierarchy of 

public sector organizations must collaborate with policymakers, HR researchers and 

practitioners on how these impediments can be carefully taken care of, in so that public 

sector organizations can also contribute towards the greening of employees, organizations, 

and the society. There are other implications, and it is that public sector organizations must 

also begin to recruit employees from top to down who possess some skills on GHRM 

practices, in order that they can compete with their counterparts in the private sector. When 

top management personnel lack the skills and competences on GHRM practices, it becomes 

difficult to motivate other employees down the ladder to participate in GHRM practices, and 

a management which possesses the skills on GHRM practices is able to provide green 

abilities (green trainings and skills acquisition), motivation (green rewards and payment 

system), and opportunities (green feedback mechanism and teamwork) for its workforce 

(Renwick et al., 2013; Yu et al., 2020; Kusi et al., 2021). 

Implications for HRD Practice and Research 

Unlike scholars and professionals in the field of Human Resource Management 

(HRM) who have been able to over the years contributed through practice and research to 

turning HRM to GHRM (Muisyo et al., 2021), HRD scholars and practitioners have been 

unable to fully green the components of HRD for the well-being of the individual, 

organizations, community, and society (Scully-Russ, 2015), and this is despite the strength 

of its traditionally known components of training and development, career development, 

and organizational change. HRD scholars and practitioners must therefore collaborate with 

policymakers and other stakeholders (company executives and HRM scholars and 

professionals) on how it can contribute towards the green literature and practice. The field 

and practice of HRD through training and development, career development, and 

organizational change, can help organizations, employees, and the society to gain new green 

skills and competences, as this will help to increase productivity of employees and 
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organizations to achieving a green employee, organization, and society. When organizations 

are able to sharpen the green skills and intellect of its employees, the end-product of such 

undertakings is economic, social, and environmental performance, and it is time for HRD 

scholars and practitioners to act as the intermediate discipline and practice between green 

and all other disciplines and careers. 

Recommendation for Future Research 

Some limitations are attached to the studies, as it was done through the review of 

literature which is secondary data, and an existing theory applied, so therefore the findings 

cannot be generalized. GHRM practices is now a phenomenon among HR scholars and 

practitioners (Ren et al., 2018), so more research is needed on how it is, or can be 

implemented among public sector organizations. Future research can focus on individual 

departments within public sector organizations while utilizing literature review, 

quantitative, qualitative, or mixed-method methodologies along with other theories 

associated with GHRM practices in order to gain new insights and fill both research and 

empirical gaps. Future studies can also utilize the resource-based view theory (RBV), 

institutional theory, system theory, process theory, or stakeholder theory, with a review of 

literature in order to gain new perspective. There is also the non-existent of literature on the 

predictors of GHRM practices in private sector organizations, so future studies can also focus 

in this context. Lastly, future studies can also focus on predictors of GHRM practices in public 

and private sector organizations in selected countries or continents, as cultural differences 

may be an impediment towards the implementation of GHRM practices in some countries 

or continents. 
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Abstract 

 

The employment sector around the world including Malaysia has seen an 

increasing involvement of millennial generation workers which is predicted to 

be the largest workforce market in the 20th century. However, millennial are 

also being described as frequent job hoppers compared to the previous 

generations. Despite the vast media speculation, there is still a lack of 

knowledge on the real causes of millennial job hopping. Thus, the purpose of 

this paper is to explore the organisational factors that may influence job 

hopping behaviours, such as salary, career development, work-life balance, 

and organisational justice. A proposed concept is then presented to explain 

the job hopping scenario amongst millennial journalists.  

 

 Keywords: Job hopping, journalists, millennials, organizational factors   

 

Introduction 

 Job hopping has been discussed by Ghiselle (1974) who called it as 'hobo syndrome' 

- the internal tendency of employees to leave an organisation without reasonable reasons. 

It also refers to people moving from jobs to jobs frequently or within a short period of 

time. Closely related to the job hopping concept is turnover, which is divided into two, 

namely, voluntary and involuntary (e.g., dismissal) (Ghisselle, 1974). Job hopping is 

categorised as voluntary turnover. Although the two concepts are somehow redundant, 

several researchers have stated that job hopping differs from actual turnover in terms of 

the reason and working duration. Job hopping without a solid reason (Khatri & Chong, 

2001). In job hopping cases, the change is more shorter time duration, that is, within one 

to three years, compared to actual turnover which can take up to ten years of working 

duration (Yuen, 2016).  
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Generally, job hopping occurs for positive purposes, for instance because the 

individual seeks work experience and better rewards (Saleem, et al., 2006). When this 

happens, it can increase the number of turnover and affect the development and profit 

of the organisation. The cost for recruitment and training of new employees is RM25,000 

to RM30,000 (Appiah, Kontar, & Asamoah, 2013; Lee, 2012). Furthermore, employees 

who are still working would have to take over the leftover workload, which can 

consequently lead to feelings of stress and unfairness. Despite the vast media speculation 

about the causes, there is still lack of solid knowledge on the actual causes of job hopping 

(Buang, et al., 2016). Job hopping studies in Malaysia is lacking because most 

organisations consider it as part of a normal turnover (Abdelbaset Queiri, et al., 2015). 

Therefore, this paper aims to identify organisational factors that may contribute to job 

hopping, particularly among millennials in media industry. This can be useful as a guide 

for human resource managers, specifically those who manage media, to better 

understand millennials at the workplace. 

 

Literature Review 

Millennial and job hopping 

The number of millennial workforces worldwide by year 2025 is expected to be 75% 

of the whole working population. For Malaysia, as of 2019, the number of millennial 

workers has exceeded 50% out of the total 15.51 million (Department of Statistics 

Malaysia, 2019). Millennials are considered the digital generation, that is, a generation 

whose life is shaped by technology compared to previous generation workers, teachers, 

or their parents.  

Although millennials have advantages in terms of skills in modern technology, the 

high job hopping tendency of this generation poses a big challenge to organisations. Job 

hopping amongst millennials occurs all over the world. For example, in India and the 

United States, a total of 51% millennials have performed job hopping in their careers (Kelly 

Global Workforce Index, 2012; Gallup Workforce Panel Study, 2015). Similarly, Hong Kong, 
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China, and Taiwan face high job hopping problem among millennial workers (Ang, 2015). 

Sheahan (2008) explained that it is not an odd occurrence because the working period of 

millennials is around 18 months. In Malaysia, a total of 276,558 employees, mostly 

millennials, migrated to other countries such as Singapore and Australia (Choong, et al., 

2013). However, empirical studies documenting job hopping antecedents of Malaysian 

millennials are very limited. Considering that this is an important issue, it should be 

rectified, especially as millennials are going to be a large part of the workforce. 

Journalism Industry 

Presently, the journalism industry is facing a big issue with many journalists leaving 

their jobs. Statistics showed that 20,000 journalists in the United States have left the 

profession from 2007 to 2016 due to the failures related to organisational factors 

(Reinardy, 2017). Many studies from western countries claimed that the journalism 

industry is problematic, stressful, and riskier compared to other sectors and even ranks as 

the seventh most stressful careers (see Reinardy, 2011). Nevertheless, Julian Ralph (1988) 

suggested that journalism careers are suitable for a resilient generation such as 

millennials. The millennial presence in the career of a journalist is seen to be right at a 

time when media organisations have now largely shifted to digital newspapers, which 

inevitably requires a generation of journalists with skills in modern technology. While, 

Kiranjit Kaur and Halimahton Shaari (2006) expressed the difficulty to retain young 

journalists who will eventually choose a career as public relations officers or freelance 

writers. Although many journalism studies on job satisfaction and turnover have been 

conducted in various countries (e.g., Beam, 2006; Weaver et al., 2013), little consideration 

has been given to millennial journalists needs in Malaysia. Generally, journalism studies 

in Malaysia are more focused on the scope and role of journalists, journalism ethics, and 

writing style (e.g., Rani, & Samuel, 2016; M Nor Hafisya Fitri, 2017). At the moment of 

writing, no journalism research in Malaysia has investigated the antecedents of job 

hopping. 

Factors contributing to job hopping 
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Managing an organisation is not something that can be considered easy because it 

involves various behaviours in managing human resources. Organisational factors can be 

thought of as attributes of operations, processes, or conditions in an organisation. It can 

take two opposite forms: effective factors and non-effective factors. Effective factors will 

produce a sense of affection, responsibility, and belonging whilst ineffective factors will 

trigger negative behaviours such as infidelity, job dissatisfaction, intention to quit, and 

job-hopping (Islam, et al., 2013). Media organizations are facing unstable economic 

conditions due to economic changes that put pressure on journalists. The researchers 

found that in most countries, journalists work in poor conditions (Liu, et al., 2018) while 

El-Sheikh (2018) explained most journalists feel that there is injustice in the organization 

in the provision of organizational factors as an example receiving different monthly 

salaries. Millineal journalists were found to experience a decline in involvement in the 

career of a journalist (Doctor, 2015) and quickly feel frustrated when they find that the 

values taught are not always nurtured in the context of real-world practice (Pihl-Thingvad, 

2014). The presence of millennial journalists who are stereotyped as job hoppers, needs 

to be overcome by looking at the weaknesses and strengths of the organization’s internal 

factors. This is to avoid the problem of losing the expertise of journalists in the future. 

(i) Salary 

 Salary is another important organisational factor. The Global Shapers Survey from 

the World Economic Forum (WEF) conducted a study on 30,000 respondents under the 

age of 30 in 180 countries and found that 49.8% emphasised on salary when considering 

new job offers (Clarke, 2017). Similarly, Human Resource Online (2015) found that 83% of 

workers in Malaysia also choose better salary offers when job hopping. A study conducted 

by Safian, et al. (2021) on five millennial workers in the construction industry in Sarawak, 

Malaysia, found that four of them left their original organisations to get higher salaries 

from another organisation. The reason why this extrinsic reward has become an 

important factor may be due to living expenses as millennials face high financial 

commitments such as paying off education loans and living a luxurious lifestyle (Queiri et 
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al., 2015; Gohlisagoh, 2012). Past studies have also found that high salary can increase 

motivation and productivity among millennials. This indirectly shows that the salary factor 

can also motivate millennials to do their work more productively. However, Munusamy’s 

(2012) found millennial employees in ICT industry there is no significant relationships 

between salary, job satisfaction and turnover. More research needs to be conducted to 

understand how salary influences job hopping amongst millennial journalists.  

(ii) Career development 

 Career development is a process by which an employee can achieve better career 

advancement and personal success. Gallup (2016) explained that 87% of millennials think 

that career development is more important than financial rewards. A study conducted by 

Hauw and Vos (2010) found that millennials have high demands on this factor and they 

do not hesitate to leave the organisation if the career development in the particular 

organisation does not meet their needs. This demand may occur because millennials are 

known to have high ambitions to succeed in a career quickly. If millennials have the 

opportunity to grow within their organisation, it is more likely that they will stay. 

However, Lub (2015) explained that this factor should only be used to motivate employees 

to do a good job and not as a weapon to retain employees, especially millennials. It is 

possible that millennials would still change jobs even though the organisation has 

provided good career opportunities. Thus, this matter needs to be studied further.  

(iii) Work-life balance  

Work-life balance (WLB) is a concept by which an individual is able to manage their 

work and at the same time achieve personal satisfaction. Although work and life are 

different domains, each interrelates with the other, either positively or negatively. Some 

researchers believe millennials value work-life balance because they have witnessed their 

parents sacrifice their home life only to fall victim to downsizing or retrenchment, and this 

shifted millennials’ attention to value life over work (e.g., Bannon, Ford & Meltzer, 2011). 

Flexibility is closely related to work-life balance whether it is related to location or working 

hour (e.g., Hill et.al, 2001). Moreover, as digital natives, millennials have grown up in an 
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always-on work culture fuelled by mobile devices and instant communication. Millennials 

consider themselves able to do jobs anywhere such as from home or telecommuting, and 

because of that, they prefer to work according to their own schedule. They do not 

perceive the need for long working hours in the office, don’t like jobs that interfere with 

their freedom and personal time because they believe that they can do quality work with 

fewer working hours. Whilst it is obvious that work-life balance can influence millennial 

behaviours, the question remains whether it also plays an important role for millennials 

in the journalism industry. Even though there are various advantages to employ WLB 

practices at the workplace, these advantages may differ for specific job industries because 

based on the journalist scope, this factor may be difficult to apply. A journalist typically 

does not practice regular work scheduling or working hours from 8.00 am to 5.00 pm. 

Therefore, this is a gap that needs to be explored to find out whether WLB influences job 

hopping in millennial journalists. 

(iv) Organisational justice 

 Organisational justice is introduced to describe an employee’s perception of their 

organisation’s ethic, decisions, and actions and these can influence the employees’ 

behaviours at work (Greenberg, 1987). Organisational justice is important to employees 

for long-term benefits, that is, to feel valued and to work based on ethics or rules. Previous 

studies have shown that this factor correlates with employee commitment, trust, 

burnout, job satisfaction, job commitment, and turnover intentions. For example, Usmani 

and Jamal (2013) found that there is a relationship between organisational justice and job 

satisfaction whilst Akram et al. (2016a) found that this factor has a strong and positive 

effect on the innovative attitude of workers in China. The findings of a study by Choongand 

colleagues (2010) on 300 Malaysian workers at small and medium enterprises in the Klang 

Valley showed that employees with higher sense of justice would more likely stay longer 

in the organisation. Distributive justice is related to the fairness in the distribution of 

revenue and allocation. Based on Adam’s equity theory, it is considered fair when 

employees perceive equitable distributions of outcomes to peers or other employees 
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whose jobs are comparable to theirs and if the employees perceive inequity, it means that 

the ratios are unequal (Adams, 1965). Meanwhile, procedural justice is how individuals 

perceive the process used when making decisions in the organisation (Milkovich & 

Newman, 2005). Studies have found that these two dimensions have a significant effect 

on employee’s turnover intention (Parker et al., 2011). However, Oh (2013) and Zhang 

(2006) argue that existing studies are still considered less and not diversified, including 

the demands of new generations of workers such as millennials on these factors and there 

have been no studies examining the relationship between organisational justice and job 

hopping, especially in the journalism industry.   

 

The Relationship between organisation factors, organisation justice and job 

hopping 

 

Figure 1. A conceptual model of the relationship between organisation factors, 

organisation justice and job hopping. 

 

A conceptual framework (Figure 1) illustrates the proposed conceptual model of 

study by using an input-process-output approach to study direct and indirect 

relationships. The independent variables in this study were the organizational factors 

influencing job hopping among millennial journalists. The framework of the study suggests 

the existence of an indirect relationship through process factors that are moderators to 

the relationship between the independent variable and the dependent variable. The focus 

in this study is to identify the dimensions that can form a concept and measure the 
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influence between the variables in the study. The researcher will analyze how the 

influence of organizational factors such as salary, career development and work-life 

balance along with the moderator variable i.e., organizational justice on job hopping 

among millennial journalists. 

 

Methods 

This study will use quantitative design, with self-administered survey as the main 

data collection method. Purposive sampling will be used to select 200 journalists born 

between 1977 to 1994 in 20 organizations in Sarawak. 

 

 

Conclusion 

The millennial generation is the backbone of the workforce in the future and the 

presence of this generation in an organisation can give positive impacts on the 

organisation’s development. Nevertheless, they also bring challenges as they have high 

job hopping tendency. To retain millennials, organisations, including media organisations, 

may need to re-evaluate factors that can influence job hopping decisions, such as salary, 

career development, work-life balance, and the organisational justice.  
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Abstract 

 

It is the responsibility of Nigerian universities to provide students with 

employability skills, career development skills and entrepreneurial talents. 

However, employers of labour faced difficulties in employing graduates with 

the above features, consequently, the labour market will continue to host a 

surge in unemployment. The aim of this study is to determine the effect of 

career development learning, entrepreneurial orientation on employability 

among university students in the region. Data for the study was analysed by 

means of descriptive statistics, correlation and regression. Therefore, the 

findings indicated that career development learning and entrepreneurial 

orientation has significant influence on employability among university 

students. The findings indicate further that career development learning has 

the highest significant effect in contrast to entrepreneurial orientation. It is 

finally concluded that, the afore-mentioned predictor variables contribute 

greatly to student’s employability in the region. 

 

Keywords: Employability, Career Development learning, Entrepreneurial Orientation, 

Undergraduate Student, Universities.  
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Abstract 

 

While the lives and jobs of many people have been negatively affected by the 

Covid-19 pandemic, the question is whether women’s jobs are more vulnerable 

to the crisis. In this regard, it would be useful to understand the factors that 

affect career success, especially that of Malaysian women managers.  The 

present study sought to examine the relationship of career aspiration, 

organisational support, and self-efficacy with subjective career success. The 

participants comprised 146 Malaysian women managers who had completed an 

occupational self-efficacy scale, career aspiration scale, as well as a perceived 

organizational support and subjective career success inventory. The results of 

Pearson product moment correlation indicated that career aspiration, perceived 

organisational support and self-efficacy were associated with subjective career 

success. Perceived organisational support (POS) was the strongest predictor of 

subjective career success. The findings provided a better understanding of 

women managers’ perception of career success in the service sector.  

 

Keywords: subjective career success, women manager, career aspiration, self-efficacy, 

perceived organisational support 
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Abstract 

 

Managers are often tasked to accomplish more with less in the manufacturing 

industry providing a rich backdrop for study. Discretionary effort is identified 

as a key resource to achieving results in an increasingly competitive 

landscape. This preliminary grounded research study investigates how 15 

hourly manufacturing employees conceptualize how and why they choose to 

engage in activities that are considered above and beyond job role 

expectations. Extant literature is considered to provide a deeper analysis of 

the elements identified by the participants. The influence of past 

relationships and social interactions in the workplace are considered and four 

classifications of workplace influence are introduced: seniority, hierarchical, 

valued/needed, and cynical. A novel theoretical model is presented to gain a 

richer understanding and appreciation of how hourly manufacturing 

employees conceptualize expending discretionary effort in the workplace. 

Limitations and implications for practice and research are discussed.  

 

Keywords: Grounded theory, habitus, manufacturing, disposition, context, discretionary 

effort 

 

Introduction 

The purpose of this study is to construct a theory that explains discretionary effort in 

the workplace. Extant research explains discretionary effort as an organizational behavior 

beneficial to organizations, yet a theory that explains discretionary effort, i.e., its origins, 

manifestations, and processes, does not exist. Drawing on the experiences of hourly 

manufacturing employees, this constructivist grounded theory research study will propose 

a theory to explicate discretionary effort. A qualitative approach is required for this research 

since a theory that comprehensively explicates discretionary effort is not established in the 

literature and grounded theory methods provide an extensive and rigorous approach to 

accomplish this objective. 



The Joint Conference of AHRD-ARACD 2021 

100 
 

 

 

Overview of the Study 

In Liebenstein’s (1978) discussion about traditional, neoclassical economic theory, 

how one of two identical companies can outperform the other while holding everything 

constant was considered. The one factor not previously considered in the equation is the 

effort of the company’s employees. Indeed, Leibenstein identified effort as a discretionary 

variable in the equation of organizational success and is the foundation of his X-efficiency 

theory. Soon after, Yankelovich and Immerwahr (1983) defined the term discretionary effort 

as:  

The difference between the maximum amount of effort and care an individual could 

bring to his or her job, and the minimum amount of effort required to avoid being 

fired or penalized; in short, the portion of one’s effort over which a jobholder has the 

greatest control (p. 1). 

 

The manufacturing industry is a prime industry in which to study discretionary effort 

since continuous, meticulous measures of production performance are readily available and 

under constant scrutiny. The measures are known by names such as production metrics or 

key performance indicators and are often made visible to all employees. An employee in this 

context may have an awareness of the direct impact of individual effort expended in real 

time. Undoubtedly, managers of performance-aware employees may benefit from 

encouraging employees to choose to expend effort that is not required by the individual 

employee’s job description. 

Statement of the Problem 

Early in the Industrial Age, Taylor (1911) commented that there are manufacturing 

employees who work hard with little or no intervention from the manager yet other 

employees “require an amount of thought, conscience, or pressure from management to 

work at full capacity” (p. 19). Despite the value of discretionary effort to managers who may 



The Joint Conference of AHRD-ARACD 2021 

101 
 

benefit from its expenditure in practice, the value of discretionary effort has been 

downplayed in academic literature. Discretionary effort has been conceptualized as a 

component of other constructs such as employee engagement (e.g., Shuck & Wollard, 2010; 

Shuck et al., 2017) or work passion (Nimon et al., 2011; Shuck et al., 2014; Zigarmi & Nimon, 

2011). Discretionary effort and employee engagement have been labeled together as fads, 

“abstract notions” (Wilkinson et al., 2020), or “old wine in new bottles” (Macey & Schneider, 

2008; Saks, 2006; Schaufeli, 2014). While discretionary effort has been described as part of 

other constructs and defined in the literature, a theory that distinguishes the mechanisms 

of discretionary effort as a sole construct does not exist. 

Statement of Purpose 

Workers in manufacturing settings in the United States remain to be in an occupation 

where any improvement in performance can be related to financial gain. With the recent 

inclusion of manufacturing workers considered as essential workers in times of crisis, efforts 

of the employees in this industry will be considered vital for economic recovery for the 

foreseeable future. The purpose of this study is to construct a theory by determining the 

underlying assumptions and beliefs that underpin hourly manufacturing employees’ use of 

discretionary effort. The study addressed the following primary research questions: What 

individual characteristics influence an employee to choose to expend discretionary effort? 

Under what conditions do employees expend discretionary effort? What beneficial 

outcomes are perceived by employees from expending discretionary effort? 

 

Methods 

Design 

Charmaz’s (2014) constructive grounded theory methodologies were followed to 

collect and analyze data. Constructive grounded theory is a contemporary, updated version 

of Glaser and Strauss’ grounded theory methodology developed in the late 1960’s to provide 

validity to empirical quantitative research. Charmaz sets the method apart from earlier 

grounded theory methods by going deeper in the data stating that “earlier grounded theory 
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approaches had emphasized overt actions and statements rather than covert actions and 

implicit meanings” (Charmaz, 2015, p 404). In other words, constructive grounded theory 

investigates why an action is taken instead of only analyzing the action itself. 

Site Selection 

To acquire data to investigate how hourly manufacturing employees experience 

discretionary effort, participants in this study were non-salaried, manufacturing employees 

that work for a 400-person manufacturing facility in a small city in the midwestern region of 

the United States. Access to the site was possible through partnering with the company’s 

research department. The recruitment of volunteers at the site was conducted via a 

recruitment flyer posted in areas utilized for employee communication such as bulletin 

boards and the employee breakroom.  

Participants Selection 

Participants in this study were non-salaried, manufacturing employees over 18 years 

old, with at least 3 years of experience working on the front line. Non-salaried employees 

were selected as participants since salaried employees may have different motivational 

tendencies than non-salaried employees (Najjar & Fares, 2017; Neumann et al., 1999). A 

purposive, non-probability sampling approach was used to recruit participants. This 

approach allows for careful selection of participants from the levels of a manufacturing 

organization who may be more likely to be exposed to factors that lead to expending 

discretionary effort (Lavrakas, 2008). The recommended number of participants varies by 

qualitative methodology and author; however, the consensus is to reach saturation, or 

enough participants to result in no new knowledge coming forth (Creswell & Poth, 2018; 

Merriam & Tisdell, 2016). Fifteen participants volunteered to be interviewed, and saturation 

was achieved. 

Interviews were scheduled according to participant and investigator availability. To 

encourage honesty during the interviews, employees were assured that knowledge gained 

during the interview process will not result in any action whatsoever (Shenton, 2004) and 

were provided an informed consent form to sign. Proportional to the industry, 12 of the 
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participants were male, and three participants were female. The ages of the participants 

ranged from 24 to approximately 60 years. Names and titles of employees and any company 

names are withheld to minimize the possibility of identifying the employees to preserve 

participant anonymity. 

Data Collection 

Data for this study was collected through one-on-one, semi-structured, open-ended 

interviews conducted via Webex, a virtual online platform. An interview protocol was 

prepared after reviewing appropriate literature and qualitative methods to ensure relevance 

to discretionary effort. The interview protocol consisted of an explanation of the interview 

steps, confidentiality, and allowed time to answer questions from the participant before the 

interview questions were asked. Participants were given time at the end of the interview to 

ask questions before the interview concluded. The researcher recorded the interviews using 

the voice recording capabilities of Webex. Participants were encouraged to ask questions 

about the research. Notes and memos were recorded in a notebook during and after each 

interview. Transcriptions of the recordings were entered into MaxQDA, a qualitative 

research program, for analysis.  

Data Analysis 

Data collected from the study was analyzed using grounded theory techniques and 

methods in MaxQDA. In a constructive grounded theory approach, Charmaz (2014) proposes 

a constant comparison of codes and memos of transcribed participant responses. Initial 

codes were developed that focused on the actions described in the data using a line-by-line 

coding approach. This was accomplished by analyzing each line of data and attributing a 

code that begins with a gerund that effectively describes the action in each line. The resulting 

codes were listed until each line in the interview was coded. Initial codes of the interview 

data were added to MaxQDA. Initial codes were compared with codes and data from 

subsequent interviews and compared to codes and data from earlier interviews. Notes or 

ideas from the comparisons formed memos for further analysis. The initial codes from the 

interviews were coded using MaxQDA to determine thematic patterns that were identified 
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as focused codes. The focused codes were compared to other focused codes and larger 

segments of data. The focused codes were then grouped into categories. Memos about the 

categories were written throughout the coding process and became more detailed at the 

category step in the process. Diagramming was employed to construct a theoretical 

framework constructed from the emergent categories and how they relate to each other 

(Charmaz, 2014). 

Emergent Categories 

Analysis of the initial codes resulted in 19 focused codes, which were grouped into 

four main categories. The four main categories represent the data and provide the 

foundation for the findings of the study. Figure 1 provides the four main categories and 

focused codes that support them.  

 

 

 

Figure 1. Data results presentation framework 

 

Past Influences 

The first category is the Past Influences. For this category there were two 

subcategories derived from employee experiences outside of work. Upbringing refers to 

experiences from employees’ childhoods predominantly with parents. Interactions with 
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childhood peers at school, church, or other organizations were identified. Interactions as 

adults with peers outside of the workplace were also discussed. Table 1 includes examples 

from the interviews that identify examples of influences outside of the workplace.  

 

Table 1. Past Influences quotations 

 

Subcategory Employee interview transcript 

Upbringing I gotta give a lot of credit to my parents. it was just the way I was brought 
up you know if you're capable of doing the job do it. 

Upbringing I remember that my dad kept on pushing me to do better than anybody 
else you know. 

 

 

Work Context 

The second of the four categories is Work Context. Context may be viewed as “the 

set of connections that is relevant to a particular problem or person” (McLaren and Durepos, 

2021, p. 5), and has been described as having the ability to “interact with personal variables 

such as disposition to affect organizational behavior” (Johns, 2006, p. 386). Most employees 

identified the title held when explaining role responsibilities. Influences of the role including 

additional responsibilities and additional skill sets required for hierarchical roles were 

discussed during the interviews. In several interviews, employees described how valuable or 

needed the employee is perceived to be in the workplace. Table 2 includes examples from 

the interviews that identify examples of influences due to work context.  

 

Table 2. Work Context quotations 

Subcategory Employee interview transcript 

Hierarchical/ 

positional 
You're trying to and help them with their jobs, and help them out, 
make their jobs easier so they can function but also trying to keep 
them engaged in what they’re doing so they don't get bored or, or 
lackadaisical, I should say. 

Valued/needed I learned over the years that I personally myself became more valuable 
to this company because uh of all the different jobs that I could do. 

Valued/needed I was asked for a lot of times… you know 'cause I've done the job well 
and I'm dependable. 

 

Disposition 
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The third of the four categories is Disposition. Disposition relates to how a person 

observes the environment around them, determines the choices they make, and ultimately, 

the actions they take. Many employees explained why an individual chooses to expend 

discretionary effort and how it takes place in very simple terms such as “it is just how things 

are” or “just the way I am.” Table 3 includes examples from the interviews that identify 

examples of disposition. 

 

Table 3. Disposition quotations 

Subcategory Employee interview transcript 

Just the way I 
am 

It was just something within myself. 

Just the way I 
am 

People expect that out of me, and I expect that out of you know 
people I work with that’s just the way I am. 

Just the way I 
am 

It’s something that I just do. 

Employees are 
different 

I think everybody, everybody’s different. I think everybody has 
different motives everybody has a different personality. 

Identifying 
good 
employees 

I'd rather get somebody that wants to do a good job. 

Identifying bad 
employees 

It just figured that it didn't matter to some people you know it's just I 
don't know, they, sometimes I think people like to take things out on, 
they think they're getting even with the company you know or 
whatever but really actually we just hurt our coworkers 

 

Action 

The fourth category is Action. Many of the behaviors that resulted from expending 

discretionary effort were aimed at improving the flow of product through the manufacturing 

process. The belief that actions taken were helping others in some way was identified by 

several participants. Table 4 includes examples from the interviews that identify examples 

taking action to encourage production process flow. 

 

Table 4. Action quotations 

Subcategory Employee interview transcript 

Helping 
others 

It feels, it makes everybody feel good to everyone to keep everything 
running smoothly keep it going and just working all together I guess I 
don't know. 
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Helping 
others 

It just makes people’s job easier, and it makes everybody think 
everything moves smoother I guess. 

Time as 
support 

I was like well who, you know there was no plan so I basically stepped up 
and came in and organized that so that it would be ready to go on a 
Monday. 

Time as 
support 

I usually come in a half hour early and I get the line set up before 
everyone else comes in. 

Findings and Theoretical Model 

Findings 

The study resulted in three primary findings that were fundamental to the 

development of a theoretical model that explains the role of disposition in discretionary 

effort expended by hourly manufacturing employees. The findings and theoretical model 

follow. 

 

Finding 1. Expending discretionary effort may be a learned practice from one’s upbringing 

or interacting with peers inside and outside of the workplace.  

Several employees pointed out that family members, peers, and coworkers were 

observed to go above and beyond, affecting the employee’s choice to emulate the behavior 

at work. Learned behavior from upbringing included family members through activities as a 

family. Learned behavior from peers outside of work and family included acquaintances in 

youth groups, church, fraternal organizations, or friends from school.  

 

Finding 2. Hourly manufacturing employees’ decision making is affected by several types of 

social status in the work context.  

Employees acknowledged that there are differences between employees’ status. For 

example, employees are aware of their position within a hierarchy of hourly workers 

positions. The most surprising finding of this study is that despite awareness of hierarchical 

status, some employees voluntarily engage in behaviors that are beneficial to the 

organization to attain the status of a valued or needed employee, considered a higher status 

among their peers (e.g., Leiter & Maslach, 1998). Other types of status allow for behaviors 

that are not beneficial to the company such as avoiding spending time to train new 
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employees or employees willing to learn new processes. The types of status identified in this 

study are based on how valuable the employee is perceived to be, the number of years the 

employee has worked there, actual title or role, and a standoffish attitude. 

 

Finding 3. Hourly manufacturing employees view action from discretionary effort as 

contribution of time and helping others and the company. 

The employees interviewed identified particular behaviors to describe how 

discretionary effort was expended in the workplace. Investing time to remove obstacles to 

production line efficiencies benefit each employee on the production line, supervision, and 

the company. Also, investments of time to train and coach new employees, helping others 

if coworkers became overwhelmed at their workstations, and actions taken to avoid overall 

line stoppages and roadblocks to production line effectiveness were identified. 

 

Theoretical Model 

A theoretical model was developed in correlation with the findings and extant theory 

in the diagramming step of data analysis. The concept of disposition is discussed in the 

literature by different names. In respect to Pierre Bourdieu’s (1977) Theory of Practice, 

dispositions, or habitus, of employees and influences within fields may be considered in an 

hourly manufacturing context. Habitus is described as the collective dispositions of an 

individual and determines how fields are perceived based on prior experiences from current 

or other fields. Senge (1992) discussed the term mental models as formed from “images, 

assumptions, and stories” (p. 5) that shape how we act and affect what we see, resulting in 

conceptions from simple generalizations to complex theories. Similarly, schema is a term 

that refers to an organizing framework that guides ways of understanding events (Bartunek 

& Moch, 1987; Markus & Zajonc, 1985).  

Fields in which a disposition is developed and functions are also of interest. Mary 

Parker Follett (1925/1995) described a field of desires in which employees find themselves 

when attempting to make decisions and potentially minimize conflicts between individuals 
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at work. From a Theory of Practice perspective, Bourdieu and Wacquant (1992) explained 

the relationship between fields, capital, and dispositions: 

 

A field consists of a set of objectives, historical relations between positions 

anchored in certain forms of power (or capital), while habitus consists of a set 

of historical relations ‘deposited’ within individual bodies in the form of mental 

and corporeal schemata of perception, appreciation, and action (p. 16). 

 

Within the field, individuals struggle to possess the forms of capital. The capital gained 

determines how much influence individuals have in the field (Kloot, 2009). 

The foundation of the model is represented by the two fields that interact in the 

development of the respective employee disposition. The development of an individual’s 

disposition towards making choices prior to employment is influenced by interactions during 

upbringing and with peers. When individuals are employed by a manufacturing company, 

the manufacturing field (work context) affects dispositions as employees begin to 

understand the workplace. The dispositions of employees identified in this study are 

represented by spheres that reside on the work context. The long arrow at the bottom of 

the model represents the temporal facet of the development of the dispositions. The 

Achiever disposition represents employees who are more likely to initiate discretionary 

effort. However, some dispositions may not normally exert discretionary effort but choose 

to do only what is required of them, categorized as Dissenters. Among the identified 

dispositions that reside on the manufacturing field, four types of status are considered. The 

dispositions may try to attain and maintain one or more of the status types labeled as: 

seniority, hierarchical, cynical, or valued. 

In other words, the likelihood of an individual to expend discretionary effort depends 

on the perception of the work context based on the social influences experienced before 

and during the work context, the perceived social status attempted or acquired within the 
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work context, and the current situations within the work context. A theoretical model 

displaying each of these characteristics is displayed below as Figure 2. 

 

 

Figure 2. Disposition and Discretionary Effort theoretical model 

 

Research Limitations and Implications 

Research Limitations 

The first limitation of this study was the challenges of collecting data with a virtual 

online platform. Challenges of internet connectivity and equipment occurred throughout 

several interviews requiring the participants to repeat answers and interrupted the flow of 

responses that could have impeded discovery. Additionally, some participants may have felt 

more comfortable speaking without the presence of a researcher in the same room, others 

may not have participated as freely.  

A second limitation commonly associated with qualitative research is that data 

depends on recollections of events (Rennie et al., 1988). As Weick et al. (2005) explained, 

people may not know why they do something until asked. Hourly manufacturing employees 

may not be accustomed to being asked why they perform extra tasks or have not considered 

it before. Employees may not understand or make meaning of experiences until asked and 

hear the spoken words. Gaps in memory of an event or attempts to mislead researchers may 
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occur during interviews, but the impact on analysis is minimized using the grounded 

research methodologies of initial and focused coding and the constant comparative method. 

A third limitation is that focusing on one manufacturing company in one region of 

the United States may limit the ability for the findings to be generalizable to other 

manufacturing companies and other industries in other countries. However, the approach 

to gain an understanding of how employees make decisions may be used as a foundation to 

study other work contexts. The limitations may have an impact on the generalizability of the 

conclusions of the study, but does not diminish their significance, especially considering the 

rigor of the research method. 

Implications for Practice 

There are three topics derived from the findings of this research that may be of 

benefit for managers in their search to improve efficiencies and relationships with 

employees. 

1. While there are interview methods for selection of desired characteristics for 

potential employees that could be used to leverage the past influences on 

disposition, managers have the most influence over the work context. Efforts 

should be made to ensure a welcome environment for new hires after 

orientation. Training new employees on easier tasks initially allows for a 

smoother acclimation to the work context. 

2. Efforts should be made to keep current employees. Employees should be asked 

about issues that are faced in the work context, especially during employee 

performance review discussions. Plans to resolve identified issues should be put 

in place and acted on. Also, employees would benefit from more exposure to the 

people who are making the decisions. Having direct knowledge of the obstacles 

that employees face aids managers to remove obstacles enabling a higher 

probability for employees to exert discretionary effort.  
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3. Addressing work influences that do not benefit the company assist both the 

employees and the company. For example, employee cynicism and exclusive 

privileges of veteran employees may dissuade new employees from choosing to 

do more than what is required. 

Implications for Research 

An area for future research is to consider the employees that do not fall into either 

the Achiever or Dissenter dispositions. For example, Vidal (2007) noted three different 

dispositions in manufacturing “worker disposition—enthusiasm, reticence, or resistance—

may follow rationally from plant-specific local history and/or from how new work 

arrangements are implemented” (p. 205). The majority of employees are not as interested 

in standing out, falling into the reticence classification and preferring to blend in. Employees 

in the “Silent Majority” (see Corace, 2007) are a group more on the fence in expending 

discretionary effort, less likely than the Achievers to go above and beyond on a frequent 

basis, yet not disagreeing with doing more either. Future research should find ways to 

motivate and engage this significant number of employees to expend discretionary effort 

more frequently. 

 

Another area to consider for future research is to address the generalizability 

concern. Other manufacturing organizations should be studied to determine if the 

theoretical model applies. Also, other industries could be considered to determine the 

model’s feasibility in other work contexts.  

 

Finally, the working definition for discretionary effort used for this paper is dated and 

changes in the use of the term in the literature has occurred since its creation in 1983. An 

updated definition along with the dimensions of the discretionary effort construct would be 

beneficial for further study. 

 

Originality/value 
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Hourly manufacturing employees are arguably the backbone of the manufacturing 

industry. Although technology may have changed the role of the industrial worker since the 

Industrial Revolution, the person in the role persists and is a necessary component in many 

manufacturing processes. In this research, differences among employees’ status were made 

clear. Managers will continue to rely on people to achieve results and need to understand 

how and why employees choose to do more. Managers have a direct influence in the 

environment in which employees work and employees will continue to react and make 

decisions based on their perceptions of the environment. Doing more when conditions 

warrant may be rewarding to many employees, but meaningful rewards may also take the 

form of compensation for meeting company goals or a thank you from a supervisor. Efforts 

that are made by employees to stand out among other employees was an interesting find, 

however, and had not been considered a discretionary behavior before in extant literature.  
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Abstract 

 

With the evolution of work style and design, human resource activities have 

become increasingly important. Employee psychological stability is essential, 

especially in a remote work environment. A company must have competitive 

and stress-free staff to execute consistently. To achieve this, the HR activities 

design must be vigilant and analytical. In addition, the soft approach to 

dealing with human resources becomes even more critical. As a result, the 

study examines organizational performance through the lens of two pre-

existing factors; human resource practices and employee engagement. The 

interaction is intended to be moderate via employee emotional 

competence—a conceptual framework developed through the investigation. 

 

Keywords: Talent Management, Human Resource Practices, Employee Engagement,  

                     Organizational Performance 
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Abstract 

 

This study aims to determine the configuration of paternalistic leadership consist 

of authoritarianism, benevolence, and morality in Indonesia. A person-centered 

approach is applied to discover the prevalence of paternalistic leadership (PL) 

profiles in Indonesia. This study empirically tested on a manufacturing company 

in Java, Indonesia (N=410). The result shows that Respectful PL is the most 

prevalent profile observed. It incorporates a high level of benevolence and 

morality, whereas the authoritarianism level was moderate. Overall, this study 

provides the importance of cultural context to determine PL profiles. Practical 

implications are provided based on the research findings. 

 

Keywords: Indonesia, Latent profile analysis, Paternalistic leadership, Person-centered 

approach 

 

Introduction 

Currently, paternalistic leadership was concluded as an effective leadership style in 

Asia (Pellegrini & Scandura, 2008; Wang et al., 2018; Zhang et al., 2015). It has a relational 

approach by Asian collectivist culture (Pellegrini & Scandura, 2008). Paternalistic leadership 

refers to a style that combines three leadership dimensions: authority (authoritarianism), 

fatherly benevolence (benevolence) and moral integrity (morality) in a personalistic 

atmosphere (Farh & Cheng, 2000). Pellegrini and Scandura (2008) found different 

endorsements of paternalistic leadership in collectivist and individualist cultures. In a 

collectivist culture, a leader was perceived as a parent that could involve in employees’ 

personal issues. Whereas, in individualist culture, a paternalistic leader was perceived as a 

manipulative leader. It indicates that culture is an important factor in people’s perception of 

paternalistic leadership. Prior studies found that paternalistic leadership could be effective 

if implemented in collectivist, high power distance, and hierarchical social systems (Chen et 

al., 2019; Jia et al., 2019). Collectivism and high power distance are apparent in Indonesia 
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(Hofstede Insight, 2021), hence we assume that paternalistic leadership exists and 

effectively implemented in Indonesia. 

Studies have been investigating this construct using a variable-centered approach 

(Chen et al., 2019; Jia et al., 2019). Variable-centered approach assumes population 

homogeneity that could generalize the relationship between variables (Meyer et al., 2013). 

Those studies have not considered the possibility of a different meaningful relationship 

among individuals subgroups (Chou et al., 2015). Consequently, the majority of prior studies 

have not found the interaction among paternalistic leadership dimensions and report weak 

statistical correlation (Takeuchi et al., 2020). Thus, a person-centered approach should be 

required to explore paternalistic leadership holistically. 

Up to this point, several studies start to use a person-centered approach (e.g. Chou 

et al., 2015). By applying this approach, paternalistic leadership is assumed to have several 

configurations. Farh et al. (2008) constructed various alternative configuration profiles 

called the Paternalistic Leadership profile (PL profile). In other research, Chou et al. (2015) 

found Disciplinary PL, a profile consisting of a low-level benevolence complemented with 

high-level authoritarianism and morality, as the most prevalent profile in the Taiwan 

military. Thus far, research by Chou et al. (2015) and Farh et al. (2008) are the only reliable 

researches we can found regarding this topic. More research is needed, especially in 

different cultural contexts because cultural specificity is an important factor that influences 

paternalistic leadership (Mansur et al., 2017). Therefore, this study aims to determine the 

most prevalent PL profile in Indonesia. 

 

Literature Review 

 

Paternalistic Leadership 

The dissimilarity between paternalistic leadership and other leadership constructs is 

the role of Confucianism that sets guidance on how a leader should behave (Cheng et al., 

2004). Paternalistic leadership consisted of three dimensions: Authoritarianism, 

benevolence, and morality (Farh & Cheng, 2000). Authoritarianism refers to a leader's 
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behavior that asserts authority and control over subordinates and demands obedience in 

return (Farh & Cheng, 2000). This aspect is rooted in the imperialist history of China that 

occurred for 3000 years, patriarchal culture, and ‘hsiaso’ that endorsed the authority of 

leaders as well as the older individuals (Farh & Cheng, 2000; Hamilton, 1990). Benevolence 

refers to a behavior that exhibits individualized and holistic concern for subordinates’ 

personal and family well-being in hopes to get the subordinates’ loyalty caused by 

indebtedness (Farh & Cheng, 2000). This aspect is rooted in ‘zhong’ value that accentuated 

the importance of human relationships (Guo et al., 2012). Morality describes behavior that 

demonstrates superior personal virtues or qualities that provide legitimacy as well as elicit 

identification and respect from subordinates (Farh & Cheng, 2000). It is rooted in 

Confucianism values called ‘li’ that emphasize the importance of moral and integrity by 

religion, law, and social norms (Cua, 1983). 

The Prevalence of Paternalistic Leadership 

In Indonesia, authoritarianism was influenced by Soeharto’s era that embedded the 

new order ideology with the military principles (Shiraishi, 1997). For more than 30 years, 

Soeharto accentuated the Javanese philosophy “hormat kalawan Gusti, Guru, Ratu lan wong 

tuwo loro” which means individuals should show their respect toward God, leader, and their 

parents (Sarsito, 2006). Although it is powerfully influenced the existence of high 

authoritarianism, Indonesian has been resisting it since the reformation era in 1998 

(Ganeshan, 2004). Therefore, authoritarianism relevance has diminished in Indonesia but 

still can be found on some occasions. 

Benevolence, in Indonesian culture, emphasized social relationships, harmony, and 

avoiding conflict (Sarsito, 2006). Moreover, a philosophy called ‘gotong royong’ highlights 

the importance of collective teamwork in society (Bowen, 1986). Ki Hajar Dewantara, one of 

the Indonesian patriots, has also contributed to the family/kinship culture development that 

internalized as a national movement (Shiraishi, 1997). This practice is implied in ‘bapakism’, 

familial relationships that centered on individual respect for other individuals who can 
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protect them like a ‘father’ figure (Iriwanto et al., 2011). The 'father' figure is not limited to 

a biological father, but flexible to any figure who has the power to protect. 

Furthermore, morality has been influenced by the most famous Indonesian slogan 

created by Ki Hajar Dewantara called ‘Ing Ngarso Sung Tulodo, Ing Madyo Mangun Karso, 

Tut Wuri Handayani’ (Shiraishi, 1997). It implies a leader’s responsibility to exemplify their 

integrity and morality to their followers. Because of its power, this slogan has been 

internalized as an Indonesian national value to improving the educational quality in 

Indonesia (Claramita, 2016). This is the prove that morality is a basic trait that is seriously 

valued by Indonesian. Thus, a leader in Indonesia have to behave modestly by the prevailing 

ethics and morals (Magnis-Suseno, 1996). Based on the aforementioned review, we argue 

that: 

Hypothesis: A profile(s) that consists of moderate level of authoritarianism, 

complemented by high benevolence and morality will be the most 

prevalent profile observed. 

 

Methods 

 

Sample and Data 

Based on a recommendation by Chou et al. (2015) and the ideal environment criteria 

needed (Farh & Cheng, 2000), this study is conducted in a big manufacturing company in 

Java, Indonesia. Specifically, the study’s participants are employees who have worked in the 

company for at least two months and also have worked directly with the current supervisor 

for at least two months. Non-probability convenience sampling is applied due to the 

undisclosed number of employees’ population. Approximately 683 responses were 

gathered, and 410 employees completed their questionnaire. Most of them are women 

(N=255), in marriage (86%), and at least have a high school diploma or equivalent (67.5%). 

On average, the participants’ age is 32.03 years (SD=6.32), with tenure of 8.48 years 

(SD=4.61), and worked with the current supervisor for 4.48 years (SD=3.83). 
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Instrument 

Three dimensions of paternalistic leadership were measured using the Paternalistic 

Leadership Scale developed by Cheng et al. (2004), a reliable scale based on previous studies 

(e.g. Chou et al., 2015), which has been translated into Bahasa through the back-translation 

process and expert assessment. Authoritarianism was assessed with nine items (e.g. My 

supervisor asks me to obey his/her instructions completely). Benevolence was assessed with 

eleven items (e.g. My supervisor is like a family member when he/she gets along with us). 

Morality was assessed with five items (e.g. My supervisor does not take advantage of me for 

personal gain). Items are evaluated using Likert scale from 1 (strongly disagree) to 6 (strongly 

agree). The obtained Cronbach’s α was 0,73, 0,92, and 0,79 respectively. 

 

Analysis Approach 

This study used SPSS version 23.0.0 to analyse Harman test, descriptive statistics, and 

correlation between variables. Moreover, Mplus version 8.3 was used to conduct latent 

profile analysis. Latent profile analysis was used to examine the prevalence of PL profiles. 

This study estimated the profiles solution from one to eight profiles. To obtain the best 

solution, various indicators are used such as Lo-Mendell-Rubin-Adjusted Likelihood Ratio 

Test (LMR), Bootstrap Likelihood Ratio Test (BLRT), Akaike’s Information Criterion (AIC), 

Bayesian Information Criterion (BLRT), Sample-Adjusted BIC (SABIC), and entropy as 

suggested by previous research (Nylund et al., 2007; Tein et al., 2013). The significant results 

of LMR and BLRT suggest that the profile solution can be retained (Lo et al., 2001). Lower 

values on AIC, BIC, and SABIC indicate a higher level of model fit. Moreover, entropy as a 

statistical measure of uncertainty was used as a supporting LPA model retention (Ferguson 

et al., 2020). A value closer to 1 and greater than 0,70 indicate evidence that profile 

classification of individuals occurs with minimal uncertainty (Bennett, 2016). 

 

Findings and Discussion 

 

Findings 
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Harman’s single-factor analysis was utilized to assess the degree of common method 

bias as the data was collected from a single source (Podsakoff et al., 2003). The result shows 

that the single factor value contains 26,36% of variances, which was below the cut-off value 

(50%). Thus, the data is free from common method bias. 

Table 1. Latent Profile Model Fit Summary 

Profiles AIC BIC SA-BIC LMR (p) BLRT (p) Entropy 
Smallest 

Prevalence 

2 2832,54 2872,7 2840,97 0,0001* 0,0000 0,87 14,8% 

3 2755,6 2811,9 2767,49 0,0005* 0,0000 0,76 10,2% 

4 2723,55 2795,84 2738.73 0,0013* 0,0000 0,81 1,2% 

5 2703,73 2792,09 2722.28 0,34 0,35 0,8 1,2% 

6 2681,73 2786,15 2703.65 0,196 0,0000 0,83 1,2% 

7 2669,39 2789,87 2694.68 0,56 0,0000 0,82 1,2% 

8 2661,27 2797,82 2689.94 0,099 0,0000 0,83 1,2% 

Notes: AIC=Akaike’s Information Criterion, BIC=Bayesian Information Criterion, SSA-BIC=Sample-Adjusted Bayesian 

Information Criterion, LMR=Lo-Mendell-Rubin-Adjusted Likelihood Ratio Test, BLRT=Bootstrap Likelihood Ratio Test. 

 

Table 1 displays the analysis of PL profiles. According to the analysis, LMR and BLRT 

for the five-profiles solution, six-profiles solution, seven-profiles solution, and eight-profiles 

solution were found not significant (p>0,05). Therefore, those solutions cannot be retained. 

The four-profiles solution also cannot be retained because its small prevalence of 1,2%, 

which indicates a spurious profile (Ferguson et al., 2020). Furthermore, to choose the best 

solution between the two-profiles solution and three-profiles solution, we choose the profile 

that contains lower AIC, BIC, and SSA-BIC indicators. Taken together, the three-profiles 

solution was considered as the best solution. 

Table 2 shows a descriptive analysis of the three-profiles solution. Each dimension is 

divided into three levels, low, moderate, and high, which refers to previous research (e.g. Li 

et al., 2020). We labeled those profiles based on the interpretation of their configurations. 

First, there are 57,30% of participants perceived their supervisor as a Respectful Paternalistic 

Leader (Respectful PL), in which the level of benevolence and morality were high whereas 
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the level of authoritarianism was moderate. The second profile included 32,40% of 

participants who perceived their supervisor as a Sufficient Paternalistic Leader (Sufficient 

PL), in which the level of all dimensions was moderate. The last profile included 10,20% of 

participants who perceived their supervisor as an Indulgent Paternalistic Leader (Indulgent 

PL), in which the level of benevolence was moderate whereas the rest of paternalistic 

dimensions were low. This result shows hypothesis was supported, in which a profile that 

consists of a moderate level of authoritarianism, complemented by high benevolence and 

morality leadership will be the most prevalent profile observed.  

 

Table 2. Parameter Estimates for Paternalistic Leadership 

Profile Factor Estimate S.E. Estimate/S.E. 
Two-Tailed  

p-value 
Level 

Respectful PL  

(57.30%) 

Benevolence 4,68 0,05 80,83 0,0000 High 

Morality 4,88 0,05 83,16 0,0000 High 

Authoritarianism 4,03 0,04 87,31 0,0000 Mod 

Sufficient PL 

(32.40%) 

Benevolence 3,49 0,10 34,53 0,0000 Mod 

Morality 4,19 0,09 45,45 0,0000 Mod 

Authoritarianism 3,46 0,17 20,21 0,0000 Mod 

Indulgent PL 

(10.20%) 

Benevolence 3,66 0,05 69,59 0,0000 Mod 

Morality 2,30 0,12 18,24 0,0000 Low 

Authoritarianism 2,51 0,14 17,12 0,0000 Low 

Notes: Estimate score of low level = 1–2.6; moderate level = 2.7–4.3; high level = 4.4–6. 
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Figure 1. Paternalistic Leadership Profiles 

 

Discussion 

From the profiles found, benevolence appears to consistently present, at least, at a 

moderate level. This is understandable because benevolent leaders are more endorsed and 

accepted in Southeast Asia countries like Indonesia (Mansur et al., 2017). Historically, the 

culture also reinforced the relationship between leaders and their followers to resemble a 

father-son relationship implied in ‘bapakism’ (Iriwanto et al., 2011). In the study context, 

employees’ supervisors are expected to take care of the employee as a family. A leader’s 

caring behaviors, such as asking about the employee’s family member’s condition, are 

preferred behaviors. Another respectful’s leaders trait is to behave modestly by the 

prevailing ethics and morals (Magnis-Suseno, 1996).  

For morality, in Indonesian culture, this aspect found to be an important value in 

which a leader has a responsibility to become a role model for the subordinate, especially 

regarding one’s integrity and morality (Shiraishi, 1997). Although morality is an important 

aspect in Indonesia, few low morality leaders could still exist because they perceive their 

power as a sense of freedom to do arbitrary behaviors (Shiraishi, 1997). These leaders might 

misused their power to do unethical or inappropriate things that a leader should not do.  

Naturally, authoritarianism will also be reflected in Indonesia’s leaders as a 

manifestation of the dictatorian’s legacy from the first two Indonesia’s presidential 

leadership (Shiraishi, 1997). From the cultural perspective, Javanese philosophy reinforces 
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people to be obedient and respectful to powerful being such as a leader (Sarsito, 2006). 

Although Indonesian has been resisting the existence of authoritarianism (Ganeshan, 2004), 

in the context of the manufacturing environment, supervisors need to practice their 

authority to be respected because they are responsible to give a clear direction to make a 

efficient processes (Mann, 2005). Hence, authoritarianism exists in the PL profiles, at 

maximum on a moderate level. 

 

Conclusion and Implications 

Conclusion 

This research aims to determine the most prevalent PL profile in Indonesia from a 

cultural and contextual perspective. Three PL profiles have been identified namely 

Respectful PL (57.25)%, Sufficient PL (32.31%), and Indulgent PL (10.43%). Respectful PL, 

being the most prevalent profile, consists of high benevolence and morality with moderate 

authoritarianism. 

There are few suggestions for future studies. First, due to several obstacles, this study 

is conducted using the self-report method so common method bias can not be controlled. 

However, this study has carried out Harman's one-factor test and there is no indication of a 

common method bias problem. Future studies can be organized more carefully to control 

the common method bias. Second, these study participants are from a manufacturing 

company in Java, Indonesia. Future studies should examine paternalistic leadership that 

might be differently applied in a different cultural and environmental context. Last, 

Confirmatory Factor Analysis (CFA) is not conducted in this study. Future studies can use CFA 

to validate each paternalistic leadership dimension. 

Implication 

It is implied that paternalistic leadership can be used as one of the leadership styles 

in Indonesia. This analysis can be utilized as a data-based justification for constructing 

organizations' leadership development plan as one of the human resources development. 

Successfully identifying the leadership style of the future leaders can give benefits for the 
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organization to choose the best leadership style based on the organization’s culture and 

needs. When the most suitable leadership style in the organization’s context is figured out, 

this information can be the base analysis for carrying out various leadership interventions, 

especially for the future employees’ supervisors. Intervention can be done in the form of 

management development programs and supervisors training to improve the supervisor's 

ability on leading their employees. Specifically, supervisors can be trained to understand the 

construct of paternalistic leadership and identify every dimension’s boundary so their 

behavior is purposeful and effective. Thus, the development of paternalistic leadership traits 

among the supervisors could bring the best result possible for the organizations. 
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Abstract  

 

This research aims to explore professional development through innovation 

learning culture and leadership development among civil servants at 

University Putra Malaysia. The current research focus group discussions 

(FGD) that involved civil servants in Malaysia who participated in the CPE 

program at University Putra Malaysia. We focus on the first phase of this 

study which aims to explore the elements that influence public employees’ 

engagement in CPE, as well as the impact of innovation culture and 

leadership development on their professional development. The two focus 

group discussions (FGDs) implemented in this study involved 10 participants. 

After data have been obtained, the researcher was then able to amass large 

amounts of information from the selected number of participants. 

Continuing Professional Education (CPE) is a part of professional 

development program under the human resource development (HRD) 

support system that helps to enhance HRD practitioners in terms of 

knowledge, skill, and attitudes.  

 

Keywords: Continuing professional education, human resource development, leadership, 

innovation learning 

 

Introduction 

A successful job performance requires ongoing training and education, which is 

where professional development comes into play. Professional development, alternatively 

referred to as continuing education or professional learning, is designed to educate 

employees on the skills necessary to flourish in their many fields of employment. 

Professional learning entails more than just classroom instruction. Professional 

development is intended to act as a catalyst for improving service quality and productivity 

among public officials, as they deal with dynamic difficulties posed by an ever-changing 

environment. According to Klein and Sorra (1996), organizations that adopt professional 
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development through continuing professional education expect and anticipate 

improvement in organizational performance.  

One strategic approach to develop an innovative atmosphere in the setting of public 

service is by adopting policies that would flourish and encourage a culture of innovation. The 

regulations may refer to policies, circulars, programs, or activities that will enhance the 

innovation capabilities and performance in public service (Ramli et al., 2017). The efforts and 

endeavors of the Malaysian Government in promoting the culture of innovation among 

public servants have been demonstrated in recent years by several circulars and innovation 

policies. For instance, the Guidelines on The Acculturalization and Empowerment of 

Innovation in Public Sector through The New Horizon of Innovative and Creative Circle by 

The Malaysian Administrative Modernisation and Management Planning Unit (2016), as well 

as the Guidelines to Enhance Culture of Innovation in Public Sector (2010) are two circulars 

that have been enforced and must be implemented at all government agencies in order to 

promote innovation culture in the public service. However, the effectiveness of these 

circulars is neither measured holistically, nor reported widely (Ramli et al., 2017).  

Despite the government's efforts and endeavours to develop an innovation culture, 

not all government agencies have fully adopted and embedded the culture within their 

organisations. Professional development through innovation learning culture and leadership 

development must be important component to enhance competencies among civil servant 

in Malaysia. Furthermore, the purpose of this research was to investigate and get a better 

knowledge of the implementation of innovation learning culture and leadership 

development from professional development at Universiti Putra Malaysia. 

 

Literature Review 

In addition to understanding the major features of innovation management and the 

obstacles frequently faced by an organization, it is vital to grasp the determinants of its 

innovation during the implementation phase. In the context of Malaysian public service, 

three determinants have been identified, namely leadership skills, innovative culture, and 
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reward system (Ab Rahman & Ismail, 2018). According to the authors, leaders should provide 

unwavering support, demonstrate a high level of dedication, and engage in effective 

communication while encouraging employees to engage in innovative activities. Leaders 

may improve employees’ motivation to innovate by giving appropriate training, providing 

moral support, and allowing staff some latitude to produce new ideas and try new 

approaches while performing their assigned responsibilities. On top of that, leaders should 

provide interesting and attractive rewards for the employees as part of the reward system 

to ensure that the innovation culture can prosper (Ab Rahman & Ismail, 2018).  

Leadership Styles that Foster Innovation 

Leadership skills have been identified as one of the important variables contributing 

to organizational success (Hashim et al., 2019; Xie et al., 2018). Keller (1992) described 

leadership as having the ability to enlighten employees on the importance to complete a 

task and inspire them to produce work output that is beyond expectation. House et al. (2004) 

referred to leadership as an individual ability to influence and motivate employees to 

contribute to enhancing the organization’s effectiveness and success. Meanwhile, 

Northouse (2012) provided a short yet concise definition of leadership as a process, whereby 

an individual influences a group of individuals to achieve a common goal.  

Meyer and Slechta (2002) also identified five competencies for effective leadership: 

(1) ability to define specific objectives, (2) create an action plan, (3) develop motivation 

strategies, (4) instill trust and self-assurance, and (5) inspire positive perspectives among 

team members. Meanwhile, Agolla and Van Lill (2016) found that leadership plays an 

important role in determining innovativeness among employees and listed crucial 

characteristics that must be possessed by leaders to foster innovation. These features 

include creativity support, encourage employees to come up with new ideas, encourage 

problem-solving, facilitate openness to constructive criticism, involve staff in decision-

making, reward positive behaviors, employee risk-taking tolerance, open to change, and 

implement employee thinking. Apart from that, leadership style has also been identified as 

one of the most significant factors that influence organization innovation due to the leader’s 
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abilities to set strategic goals for the organization, introduce new ideas, and encourage 

employees to explore innovation initiatives (Liao et al., 2017). According to empirical studies, 

transformative leadership style is more effective at creating and stimulating an environment 

conducive to innovation because it possesses characteristics such as a charismatic 

personality, an ability to empathize with employees, the ability to motivate employees, and 

the ability to boost their confidence level (Chaubey & Sahoo, 2018; Xie et al., 2018). 

Several types of leadership styles have been discussed in the literature such as 

transactional leadership, transformational leadership, laissez-faire leadership, authentic 

leadership, and team leadership (Northouse, 2012). However, in recent years, transactional 

and transformative leadership styles have received great attention from academic 

researchers. The relationship between these two leadership styles and other organizational 

characteristics such as organizational innovative culture, performance, and creativity has 

been extensively studied (Chen et al., 2019; Li et al., 2018; Villaluz & Hechanova, 2019).  

Transformational leadership style is more concerned with the well-being of 

employees. By offering motivation and opportunities for self-actualization, transformative 

leaders connect closely with people and motivate them to achieve organizational goals 

(Bass, 1985). There are four dimensions in transformational leadership, namely idealized 

influence, inspirational motivation, intellectual stimulation, and individual consideration. 

While idealized influence refers to a leader’s capacity to exhibit charismatic behavior that 

inspires employees’ trust, respect, and admiration, inspirational motivation refers to the 

leader’s ability to motivate the employees intrinsically, foster team spirit, and encourage 

them to be visionary. Intellectual stimulation refers to the leader’s ability to stimulate 

creativity and innovativeness continuously among the employees, whereas individual 

consideration requires the leaders to get to know the employees personally, develop their 

potential, and ensure their career advancement (Vaccaro et al., 2012).  

Continuing Professional Education 

Professional practice, whether in medicine, law, social work, nursing, or other 

professions, has always been based on the necessity to maintain up-to-date knowledge and 
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skills in order to ensure that the experts can provide their clients with the best possible 

performance (Cervero & Daley, 2016). The relevance of this matter emerges from the fact 

that the education of professionals does not cater to the needs of the people, society, and 

the Nation, which is illustrated by the expanded certification criteria for employees in several 

fields, including civil servants. Hence, all professions have recognized Continuing 

Professional Education (CPE) as an essential means to further develop fundamental 

professionals’ education (Chong, 2013). The continuous growth of professional practice and 

skill is recognized as a manner of ensuring excellence in professional services to people 

(Cervero & Daley, 2016). 

Recently, more institutions have begun offering remote education to professionals, 

and collaborations between various institutions and companies have grown in importance 

and frequency, which in turn benefits civil servants’ skills. According to Dietz and Schroeder 

(2012), critical thinking encourages one to step outside of one’s prejudices and apply 

procedures to an issue in creative ways. Correspondingly, the civil servant is someone who 

acts inside the framework of the government using systemic design techniques to the 

complex problems that societies face, as well as someone who has been entrusted with the 

public interest by duty and responsibility (Veale, 2014). Informed and service-thinking civil 

servants are responsible for motivating change and safeguarding confidence and stability 

over the socio-political system. Therefore, it is essential to adopt CPE, which is currently 

being developed and made available with the goal of enhancing a professional’s 

performance and, ultimately, the services provided to the public. 

CPE is beginning to develop a more systematic approach to fostering professional 

education and learning for practice (Cervero & Daley, 2016). High levels of collaboration 

between CPE educators and individuals practicing in their respective professions will be 

required to create the new systems needed, with the ultimate goal of providing high-quality 

professional services for the public good (Wilson & Cervero, 2014). The primary issue here 

is the effectiveness of CPE in terms of enhancing a professional’s performance and, 
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consequently, the public’s regard. CPE will need to continue adapting to changes in the 

different agendas that shape its social, political, and organizational framework in the future. 

 

Method 

 Due to the exploratory nature of this study, which is to explore the implementation 

of innovation culture from leaders’ perspectives in Malaysian public service, a qualitative 

research methodology is the most suitable approach. Qualitative approach allows 

informants to openly discuss their experiences and enrich the researcher’s ability to 

understand the depth of the informants’ experiences (Creswell & Poth, 2018). Purposive 

sampling was used, as it ensures that the participants provide rich, comprehensive, and 

insightful information related to the phenomenon under study (Shank, 2006). A total of 10 

participants participated in two focus group discussions (FGDs) to gather all the relevant 

information and share their perspectives without the prerequisite to reach consensus.  

Informants’ Criteria 

The participants in this study consisted of Malaysian civil servants who have 

completed a CPE program at University Putra Malaysia (UPM). They were also from the top 

management, with experience working in a Malaysian public agency (see Table 1). 

Considerations were given to the individuals who have expressed viewpoints or perspectives 

on the implementation of innovation culture in Malaysian public service based on the 

following criteria:  

 

Table 1. Informants’ Criteria 

 

1 Willingness and ability to participate in the interviews and understands  

2 Pursue CPE courses in HRD 

3 Hold a position at Grade M48 and above 

4 Experienced in holding a leadership post 
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According to Stake (1995), the selected participants with extensive experience with the 

phenomenon being investigated by the study are more capable of providing detailed and 

illuminating descriptions related to the phenomenon.  

Data Analysis 

The method used for data analysis was thematic analysis, which applied a deductive 

approach using NVivo software. In the thematic analysis, the data were divided into 

multiple themes. These themes were based on the literature, as well as emerging themes 

from the data acquired. The researcher not only described the themes, but also explored 

the relationship between them.  

 

Findings and Discussion 

All the participants have agreed that the factors that influence civil servants’ 

participation in CPE and professional learning are due to the current work demands that 

require employees to be more innovative and able to submit new ideas and experiences. 

Through theory and practice while at UPM, they are confident that the practice of innovation 

learning culture will eventually be applied into practice. Among the things emphasized in the 

discussions are: (i) professional factor, (ii) work environment factor, and (iii) establish linking 

and networking with relevant parties. These three themes, with their sub-themes, are 

produced when participants are convinced that professional development through 

innovation learning culture is to include these elements that can develop aspects of their 

leadership (see Figure 1). 

 

Figure 1. Emerging Themes of Study 
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Professional Factor 

The results of the study have found that almost all informants agreed that the main 

factor that motivated them to undertake professional development at UPM is because they 

want to increase their level of professionalism in human resource development (HRD). They 

also argued that through formal education, they can increase knowledge, share ideas, 

increase competence, and be innovative in problem-solving. They were in agreement that 

through this program, they became more positive and were afterwards willing to change in 

line with the current development changes. Apart from their attitude becoming more 

positive, they had also changed for the better. 

Work Environment Factor 

The increasingly changing and challenging work environment has created a need for 

the participants to find a faster alternative to improve themselves, which was by joining CPE. 

Work environment factors such as management factors, collegial support, and innovation 

learning have motivated them to participate in professional learning programs. Those who 

have joined this program are leaders serving in various ministries and are important 

individuals to the stakeholders. Hence, the support of top management, as well as the 

support of colleagues gave them the push to follow the program. The need for innovation 

learning is also a factor for them to connect and follow professional development programs. 

Indirectly, this is leadership development. 

Networking with other Parties 

In professional development, expanding one’s network is an important element. 

Employees who feel connected are less likely to feel isolated at work and more likely to feel 

empowered, valued, driven, and motivated. This study has found that employee networking 

can reduce turnover, as well as job stress. Therefore, to improve an organization’s employee 

engagement efforts, providing networking opportunities is a must. Partnership through 

professional development programs further enhances networking, as the participant has to 

interact and collaborate with the other participants in the courses. In a real case study 
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shared during the lecture, participants were able to generate ideas to enhance innovation 

and in turn help develop the participants’ leadership traits.  

 

Table 2. Study Themes and Sub-Themes 

 
No. Theme Sub-Theme(s) Sample Statement(s) 

1 Professional 
factor 

• Professional knowledge  

• Professional attitudes 

- “… We may expand our knowledge, share ideas, 
improve our skill, and be more innovative in issue-
solving through formal education …”  
 

- “… We learn a lot of new things from instructors. 
Perhaps, practice, and experience, as well as CPE 
class participants, and real case studies are very 
helpful to us in collecting input and ideas to 
generate future advancements in human resource 
development …” 

2 Work 
Environment 

• Management factor 

• Collegial support 

• Innovation learning 

- “… Increasingly challenging and dynamic 
management requires our willingness to adapt to 
the way we work, and CPE is one of our ways to 
improve our future competencies …” 
 

- “... The support of top management and 
colleagues motivates us to improve our 
knowledge and abilities and to implement 
numerous innovations in response to changes in 
the current workforce ...” 
 

- “… Innovation learning is a continuous 
requirement; we need to be more analytical and 
capable of bringing change to the organization …” 

3 Networking • Engagement efforts 

• Networking opportunities 

• Partnership 

- “… Establishing connections with other business 
professionals can be as simple as attending a local 
industry-related event, class (whether in-person 
or online). Many of these events are free or low 
cost, and they allow employees to learn new 
information, meet like-minded individuals and 
jumpstart their professional innovation and 
creativity …” 

- “… While discussing and sharing ideas every week, 
my friends and I can share ideas, experiences of 
each other in empowering innovation in each job 
given. Each member has different expertise 
sharing ideas … this so interesting …“  

- “… In fact, the instructor also introduced theories 
and past studies to improve our understanding, 
especially in human resource development ...” 
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Conclusion 

In today’s constantly changing world, innovation plays an extremely important role 

for organizations to maintain their relevance. Therefore, the Malaysian government has 

launched many plans and initiatives to inculcate a culture of innovation in civil servants, 

strive to maintain the efficiency and productivity of public services, and be able to meet the 

growing expectations of customers. Based on the results of this research, it can be concluded 

that Malaysian public service leaders are aware of the importance of professional 

development, innovation learning culture through leadership development for the 

continuous improvement of the organization and have shown endless support for the 

cultivation of an innovative culture within the organization. Leadership behavior plays an 

important role in encouraging a culture of innovation. A great leader encourages employees 

to voluntarily express their constructive ideas and ideas for the benefit of the organization 

(Detert & Burris, 2007). Recently, leadership development through professional 

development has received great attention from academic researchers. Effective leaders pay 

attention to the compliance of their employees, perform their duties obediently according 

to the leaders’ orders, and obtain positive benefits such as praise, recognition, and material 

rewards. Leadership style has been identified as one of the most important factors affecting 

organizational innovation (Liao et al., 2017). In this study, an effective leadership style that 

practices effective communication and a certain degree of flexibility is considered the most 

suitable for motivating and influencing employees to be more innovative. 

 

Limitations 

This study was conducted among the leaders of civil servants who pursued their 

studies in the human resource development program at UPM, and they are from selected 

central public agencies located in Selangor, Putrajaya, and Kuala Lumpur. Because this study 

used informants from a single central public agency, the findings may not apply to other 

types of government entities such as ministries or state governments. Besides that, the 

informants of this study were selected among leaders who are in the form of Grades 48 to 
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54, which consist of the management group. This study excluded the management and 

professional groups, as well as the support group. On top of that, due to the time limitation 

and the current situation of the Covid-19 pandemic, the researcher was not able to collect 

observational data. Therefore, the findings of this study are solely based on the information 

given by the leaders and are not verified by their subordinates or by the researcher’s 

observation.  
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Abstract 

 

The Industrial Revolution (IR) is an event that marks significant progress in 

human civilisation. In view of the IR 4.0 which has reached its peak, urged all 

parties to act fast. For formal education to compete globally, educational 

organizations such as schools need to efficiently bring their workforce to act 

and pursue the progress. This study aims to explore how education leaders in 

Malaysia manage the adaptation of technology. The qualitative approach was 

utilized in the form of a focus group discussion with various stakeholder. The 

findings demonstrate that the primary themes are technology integration 

through leadership and vision; technology management through professional 

practice; and technology integration for teaching and assessment; all of which 

are important to be considered by school leaders to adapt to new technology. 

The analysis presented in this study can be used as a reference by the 

concerned parties to help to strengthen educators in Malaysia. 

 

Keywords: Challenges, education technology, education leaders, leadership. 

 

Introduction 

Industrial Revolution 4.0 has strengthened management, industrial and commercial 

structures that emphasize on digital technology development in reducing human energy 

costs while increasing productivity. The increasingly robust development of digital systems 

has prompted various industry sectors around the world to develop high-tech robotic 

machines (Adlina et al., 2020). Digital technology systems also facilitate large-scale data 

usage globally that enable fast and effective long-term cost saving works. Therefore, the 

importance of digital education in the current Industrial Revolution 4.0 has been among the 

topics of discussion in various sectors especially for the educational sector. National 

education system is also facing new changes namely: the 21st century teaching and learning 



The Joint Conference of AHRD-ARACD 2021 

143 
 

and the Industrial Revolution 4.0. The 21st century is often linked with the era of information 

technology (IT), while the Industrial Revolution 4.0 refers more to the development of 

robotic technology (Lu, 2017). The development of 'open sky technology' certainly has 

implications for human life (Mohamad, 2003). Undeniably, education is the most important 

tool in the development of human resources that will serve to develop the country. Various 

efforts were made for the purpose to boost the national education system. However, there 

are education leaders who still do not understand the importance of digital education 

elements and do not realise the existence of Industrial Revolution 4.0 in the academic 

context and daily lives. This article will explore the level of understanding of education 

leaders and their perception towards Industrial Revolution 4.0. This is also part of the effort 

to support the Malaysian Education Blueprint (2013-2025) as outlined by the Ministry of 

Education Malaysia in utilizing ICT to improve the teaching and learning quality in Malaysia. 

 

Literature Review 

Development of Education Leaders 

Leaders play an important role in constituting the effectiveness of a system in an 

institution (Ibrahim et al., 2018). Abdullah and Ismail (2018) also stated that the strength 

and quality of leadership lies in the leader's ability to achieve and realize the vision and 

mission adopted in his leadership institution. Therefore, leaders need to manage their 

professional development effectively. According to Yusof and Tahir (2018), the development 

of leaders should be accepted as a necessity and discipline to improve the quality of the 

organization and as a return, would benefit the parties involved such as workers and 

stakeholders. Abdullah et al., (2018) states that a leader must act to set the direction and 

future of the organization. Leaders should also focus and look forward to achieve the vision 

and mission of an organization after considering various internal and external factors. Bennis 

(1989) also stated that the quality a good leader needs most, is his vision to guide and 

provide a clear idea of the requirements and direction of the organization.  
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Mohamad et al. (2016) stated that educational leadership involves all activities, 

behaviour, skills, attitudes, and knowledge that reflect the ability and willingness to 

influence, drive, guide and train individuals, school staff and community outside the school 

towards achieving the objectives of the school organization. Leithwood et al. (2012) says 

that in the 21st century i.e., in the era of industrial revolution 4.0, there are two major 

changes that a leader must face. First, improving accountability, improving student 

performance and school attainment are the focus of the community and it is the 

responsibility of the school leaders to fulfil them. Second, the extent to which education 

leaders are responsible for taking direct steps in determining a goal in line with the Ministry 

of Education’s policy. The 21st century leadership means that one must act proactively using 

technological knowledge to generate vision and act as an agent of change (Duclewicz & 

Higgs, 2003). Hence the Industrial Revolution which took place in the 21st century led to the 

development of education leaders through their proactive behaviour based on the 

knowledge in achieving goals and improving the teaching and learning processes in schools 

(Ismail, 2019).  

Leadership in the Industrial Revolution Era 4.0 

To promote the Industrial Revolution 4.0 in the world of education, three main elements are 

targeted in supporting the Industrial Revolution implementation among education leaders. 

First is to add knowledge and skills in the field of technology (Peng et al., 2020). The second 

element is to provide the necessary facilities to school residents such as a smooth internet 

network, technological equipment such as sufficient number of computers and conducive 

spaces (Yusuf & Tahir, 2018). While the third element is to cultivate innovation and 

technology with school residents (Noorashid, 2019). Looking at the first element which is to 

find room and opportunities to increase knowledge and skills of the technology field, it is 

parallel as outlined by the Malaysian Education Development Plan 2013-2025 in the seventh 

shift i.e., in utilizing ICT to improve the quality of learning in schools. Therefore, education 

leaders must strive to enhance their knowledge and skills in line with digital transformation 

to remain competent and remain competitive. Apart from this, the Industrial Revolution 4.0 
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involving automation technology provides new challenges and opportunities to the 

education sector in the country (Noorashid, 2019).  

Meanwhile, education leaders should play the role to rearrange the activities of the 

teaching and learning process to meet the challenges of this revolution. This change covers 

various aspects such as conducive learning space, systematic teaching methods, adequate 

facilities, and the use of the latest technology. It coincides with the second element outlined 

which is providing the necessary facilities to the school staffs. While for the elements of 

cultivating innovation and technology, education leaders are seen to be able to play the role 

of individuals who have the potential to influence teachers and students to succeed in this 

challenge (Banoglu et al., 2016). The exposure to the Industrial Revolution 4.0 to teachers 

should be emphasized in line with the education transformation of the Ministry of Education 

Malaysia. In addition, teaching methods that are in line with the Industrial Revolution 4.0 

should be practiced broadly. According to Ismail et al. (2020), education plays a very 

important role in the Industrial Revolution 4.0. Therefore, the approach of enabling 

technology-based learning and teaching should be changed in line with the development of 

automation as a strategy against competition to remain relevant as future jobs will also 

change. It is clear here that the preparation to apply industrial revolution 4.0 in the 

education sector especially in schools should be driven by education leaders. The culture of 

creativity and innovation in an educational institution especially schools are important to 

face the Industrial Revolution 4.0 era. Education leaders including teachers should cultivate 

themselves to face the challenges of technological development in the future. In navigating 

the industrial revolution 4.0 the focus is on the use of modern technologies such as the use 

of data globalization and self-driven. According to the Strategic Plan of the Ministry of 

Science, Technology, and Innovation (MOSTI) 2016-2020, innovation needs to be 

empowered in line with the Basic Science, Technology, and Innovation of The State (DSTIN) 

which sets a new direction in the field of science, technology, and innovation (STI) to 

transform Malaysia towards a more competent and competitive country, thus, be prepared 

to go through the flow of Industrial Revolution 4.0.  
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The Importance ICT  

Information and communication technology or ICT has long been regarded as a driver of 

economic growth, whether in developed countries or in developing countries. ICT is often 

associated with social and political change and serves as a driver of innovation (Spence & 

Smith, 2009). In 2000, the Malaysian Government established the Multimedia Development 

Corporation (MDeC) as the leader in the development of ICT infrastructure in Malaysia. The 

government's efforts are in line with the global development of ICT to boost the economy 

and the development of human resources to meet the economic needs of the 21st century. 

The Malaysian government is aware that the efforts to produce k-workers must start from 

school. The Pilot Bestari School project is one of the major projects implemented by the 

Government of Malaysia to kickstart the educational transformation that harnesses 

innovation and development in the field of ICT. In this regard, school leaders play an 

important role as the leaders of innovation and change. Brodin (2010) said that school 

leaders have an important role in the implementation of new technologies and in developing 

new learning models in schools. According to Brodin (2010), if school leaders have a positive 

and knowledgeable view of computers and ICT, they will instill a positive attitude towards 

integrating ICT in the teaching and learning process among teachers. In other words, Brodin 

argues that school leaders should have literacy in ICT to lead the implementation of ICT in 

school operations. 

Education Leadership and ICT  

In Malaysia, ICT was introduced in the world of education in the early 1990s. From then on, 

the Ministry of Education Malaysia (KPM) has implemented various information and 

communication technology (ICT) initiatives in schools to provide physical and non-physical 

necessities to enable the use of ICT as a tool in the teaching and learning process as well as 

school management. Among the initiatives that have been implemented are the creation of 

computer laboratories, Pilot Project of The Smart School, Teaching and Learning Science and 

Mathematics in English Language (PPSMI), EDUCATION TV via satellite, Edu Web TV which 

remains today, SchoolNet network, School Access Center, digital course software 
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development and others. KPM has invested at least six billion ringgit (KPM, 2010) in the 

effort to develop ICT infrastructure to achieve the implementation of ICT in education. KPM 

also faces challenges to provide knowledgeable and skilled human resources in the ICT field. 

To ensure that all ICT infrastructure for education is utilized optimally, leaders must have 

competency in ICT management. Mohamad and Munindy (2007) are in the opinion that, the 

ICT knowledge and proficiency of most school leaders are at the low level. To plan 

intervention actions for school leaders, the competencies required are such as, training, 

guidance, and recognition programmes. Through these competencies, it can help to 

determine other training needs that should be provided for the leaders to develop human 

resources in schools to become more competent (UNESCAP, 2009). Therefore, Aminuddin 

Baki Institute was appointed as a training institution entrusted to provide trainings to 

education leaders to enhance management competencies and leadership in the field of ICT. 

 

Methods 

This study uses the qualitative method to collect data. The research design chosen by the 

author is a literature review and a descriptive survey review using field research methods 

through interviews. This is consistent with the most common sources of qualitative data, 

including interviews, observations, and documents (Patton, 2002). In addition, semi-

structured and structured interviews were conducted to obtain more in-depth input 

(Sargeant, 2012). Focus group discussion were conducted with five education leaders who 

were one MOE Senior Officer, three school Principals from Negeri Sembilan, Malaysia and 

one Senior Assistant Teacher (Academic). In total, they were five participants selected based 

on a purposeful sampling. Thematic analysis was used to analyze the data. 
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Table 1: Participants’ demographic information 

 

 

Meanwhile, ethical issues are another essential consideration in every research planning. 

The respondents must not be burdened by the research or data collection. Thus, in this 

study, the safety and confidentiality of the respondents are protected. Nicknames are used 

during the writing and encoding process to protect the privacy of the respondents. 

Respondents are also aware that they can withdraw from this study at any time without 

giving any explanation. 

Findings and Discussion 

Education leaders need to be more open and prepared for future changes to ensure 

that teachers and students remain competent and competitive. They need to be creative to 

plan and design organizational management activities so that teachers and students can 

create potentials that meet the needs of Industrial Revolution 4.0. Therefore, we need to be 

physically, mentally, spiritually, and emotionally prepared. The presence of Industrial 

Revolution 4.0 cannot be delayed or prevented. Readiness and change should be taken as a 

step in addressing the challenges of Industrial Revolution 4.0. The education sector needs to 

be more flexible and ready to face the challenges so that there are no marginalized teachers 

or students in this era of globalization and digitalization. With a more flexible and extensive 

online learning style, education leaders can support and encourage teachers to be more 

professional and knowledgeable when conducting teaching and learning activities. Teachers 

also need to be sensitive to the needs and interests of students so that effective teaching 

Participant Sex Age Post 

S1 Male 49 Principal 

S2 Female 50 Principal 

S3 Male 44 Principal 

S4 Male 50 Senior Assistant Teacher (Academic) 

S5 Male  39  MOE Senior Officer  
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methods can be used to obtain targeted results. Based on the data analysis, three major 

themes have been identified. 

Technology Integration through Leadership and Vision 

The primary role of the principal has changed from a traditional manager to a 

curriculum and technical leader (Raman et al., 2019). In fact, the principal as a school leader 

must play an active role in responding to today’s educational challenges. In addition, it is 

hoped that principals can integrate technology into the work and learning ecosystems by 

clearly communicating their vision to teachers and support staff, thereby providing a 

technology-friendly environment.  

“… Through the technology network provided in schools such as internet facilities, fax 

machines and smart phone apps. (Telegram), it helps the school management works 

and help achieving our school vision and also KPM expectation. Technology can also 

support teachers and staff to work faster and more efficiently…” 

                   (S1, Principal) 

“….Technology actually facilitates work; my teachers are very committed to 

technology. Examples like now, even our meeting minutes we do not have to print 

anymore and we send via school telegram and teacher can access via online. Save on 

printing costs…” 

                 (S3, Principal) 

“.… I found that leaders who use ICT in organization management will smoothen their 

daily activities……” 

(S5, Senior Officer MOE) 

Chang, et al., (2008) believe that principals play an important role in leading schools towards 

school reform.  To support technological change, school leaders must play a more specific 

role as change agents, integrating technology into a wide range of administrative, academic, 

awareness, and training fields. In fact, in a study by Leong and Sathiamoorthy (2016), they 

explored the correlations between technological relationship behaviour, principal vision and 



The Joint Conference of AHRD-ARACD 2021 

150 
 

teacher technology integration level which resulted in a strong correlation between the two 

significant variables. Therefore, the relationship between principal leadership and 

technology applications is positive. 

Technology management through professional practice 

Educational leadership has always been facing the challenge of providing future teachers 

with technical and technology-related skills. These changes have forced school principals to 

take the lead in technological changes in their professional practices.  

 

“… Since the pandemic hit, teachers have been trying to learn a lot about technology. 

Among the things that I can see are like how to make live online classroom using 

google meet, they learn how to make video recording using various applications and 

they are getting more proficient using animation apps. I'm proud of my teachers…” 

                  (S1, Principal) 

“… I appointed a specialist teacher in my school to create a PLC group. It aims to help 

other teachers to use technology better such as online teaching and learning using 

telegram app. This is one of our newest activities…” 

                   (S2, principal) 

“…..junior teachers are seen to be more active in using technology in teaching and 

learning activities while senior teachers are seen to be less interested in using ICT in 

their teaching and learning activities...” 

                         (S4, Senior Assistant Teacher)    

Every educational organization deals with various subcultures and ways of perceiving 

organizational processes, such as the use of technology. Educational management is now 

implemented using technologies such as online applications, software, test data analysis, 

and data display. Schools, teachers, school support staff and students use online systems. 

The school is responsible for the management and management of the necessary steps in 

each technologically driven innovation process. Professional expertise and key practice, 

technology embeddedness in management and sustainable use of teaching depend on the 
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style and philosophy of the principal. Arumugam and Shariff (2017) concluded that e-

learning or virtual learning technology has become widespread at the level of lower and 

higher education in Malaysia. This is a challenge for educational leaders to continue 

motivating their teachers to constantly applying the use of technology in teaching and work 

management.  

Technology integration for teaching and assessment 

Successful digital transformation in the higher education classroom requires technical tools 

to determine the assessment of learning. Principals play an important role in implementing 

teacher evaluation and policy effectiveness that affect the overall school culture (Anderson 

& Dexter, 2005). The successful implementation of teaching through technical integration 

assessment depends on the ability, motivation, and ability of the principal. Recently, 

assessing the ability and performance of teachers has become a complex task for university 

presidents, especially when teaching is combined with technology. Principals must assess 

teachers’ teaching responsibilities; they integrate technology into learning.  

“… I always support my teachers, I allow them to use technology materials such as 

projector machines, school laptops according to school schedule during this 

pandemic. If their home internet line is not stable during this pandemic, they can use 

the internet in school. After all my teachers mostly live nearby to our school. ” 

                  (S1, Principal) 

“….I observe my teachers by joining myself into PDPR sessions (via online) and I found 

my teacher were good at conducting and controlling the sessions….” 

                   (S2, Principal) 

“……. Usually, young teachers are faster in using ICT in teaching and learning 

activities. However, there are also senior teachers who like ICT and will use ICT to 

smoothen their tasks…….” 

                  (S4, Senior Assistant Teacher)    
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Suffice to say, principals must analyze the efficiency of technology-based instructional 

techniques, evaluate existing management operations based on technology for 

improvement, and delve deeper into the effectiveness of digital technologies for teacher 

performance (Richardson & McLeod, 2011). 

Conclusion and Implications 

Education leaders and teachers in Malaysia should prepare themselves with the knowledge 

and skills in science and technology as recommended to meet the challenges of the Industrial 

Revolution 4.0. The willingness of education leaders to bring teachers equipped with the ICT 

knowledge under their leadership can make a difference to the progress of their students. 

This is because the effectiveness of a teacher starts with the excellency of their leader and t 

try various strategies in creative, proactive, and competitive manners. In summary, the 

education sector needs to be prepared to go through the Industrial Revolution 4.0 so that 

the existing teachers and students can remain competent. Widespread exposure and 

approach should be disseminated to all teachers to increase the level of awareness and 

knowledge of the Industrial Revolution 4.0. With this, educational transformation can be 

implemented through teaching and learning methods in facing challenges of the Industrial 

Revolution 4.0. Therefore, to face the Industrial Revolution 4.0 era, human development is 

an important platform in generating the paradigm shift in each teaching staff. It also plays 

an important role in producing knowledgeable and beneficial human resources for the 

country. According to Wan Abdullah and Mohd Zhaffar (2018), the changes that occurred in 

the Industrial Revolution 4.0 demands knowledgeable and highly skilled human resources. 

With that, they can be competitive and able to lead their organizations globally.   

As a result, Industrial Revolution 4.0 can contribute to the positive development in 

the new millennium education model with the use of modern telecommunication tools and 

can assist the teaching and learning process as well as attracting the interest of digital 

generation students. The progress of leaders in the Industrial Revolution 4.0 is also closely 

related to leadership patterns in the VUCA era. VUCA is an acronym for Volatility, 

Uncertainty, Complexity and Ambiguity. The term appeared in the leadership theories of 
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Warren Bennis and Burt Nanus in 1987, which was later used in military leadership exercises 

in the United States. The VUCA brings in four situations: Volatility, Uncertainty, Complexity 

and Ambiguity. All these situations give a clear picture to education leaders to be prepared 

with efficiency, knowledge, technological agility and probability of issues or problems in the 

world of leadership. Therefore, Bob Johansen adapted VUCA in his 2009 book, Leaders Make 

the Future on how to deal with these four situations for VUCA by eliminating Volatility and 

replacing it with vision (O.Mack et al.,2016) 

To face the progress and the future of the organization, leaders must set clear visions 

and achievable targets. To address The Uncertainty, leaders must try to develop ways of 

thinking and act against all threats of uncertainty. Always observe, analyze and compete 

healthily in the education sector and take it as a challenge in order to not be left behind. For 

the Complexity, it is recommended to React to Complexity With Clarity. Focus on how to 

communicate. In complex situations, communicating clearly can be helpful for leaders and 

subordinates to understand organizational direction. VUCA situations are too complicated 

for individuals to handle. While Ambiguity must be overcome with Agility. Through this 

situation, leaders must always encourage their members to move vigorously and have the 

skills to cultivate cooperative practices within the organization. Overall, the VUCA era 

requires leaders to act quickly in developing new, future-oriented skills that based on the 

Industrial Revolution 4.0. Leaders also need to be trained with the skills and elements that 

will provide them with new leadership learning which can prepare them to face the VUCA 

world. Industrial Revolution 4.0 has been seen as a situation that prepare education leaders 

to face the agility and surge in technology.  
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Abstract 

 

Succession planning is a deliberate and systematic effort by an organization to 

identify potential leadership vacancies, develop new leaders, and ensure 

continuous leadership qualities. The selection process of upper-echelon in the 

hotel industry is pivotal and hotels often depend on externally hiring rather than 

cultivating them. This work proposes quantitative and qualitative methods to 

provide insights into the workplace environmental factors that influence the 

succession planning process affecting the upper-echelon and also investigates 

how this process helps to develop leadership qualities among five-star hotels in 

Kuala Lumpur, Malaysia. The population and sampling were determined through 

42 focus hotels and 260 upper-echelon staff. The impact of this study is expected 

to influence the way succession planning will be done in the hotel industry, 

particularly given the diversity of employees’ backgrounds, by considering the 

views and environment from within the organization. Thus, hotels can reduce 

their dependency on foreign or external candidates. 

 

Keywords: succession planning, leadership qualities, upper-echelons, management practice, 

hospitality industry 

 

Introduction 

Research Background 

The business world in general is experiencing a difficult period and becoming more 

demanding and competitive due to the instability of much of its workforce. In this 

unpredictable, challenging market, an organization must preserve its position and thrive by 

taking on new challenges (Pati & Das, 2018) to remain sustainable in the market. Most 

organizations have found that they must rely on their employees as the only way to achieve 

a positive outcome and competitive profits. They can enhance their success with employees’ 



The Joint Conference of AHRD-ARACD 2021 

157 
 

knowledge, skills, talents, and capabilities (Aguenza & Som, 2018). Change is inescapable, as 

leadership changes are inevitable across most organizations. Many variables can cause 

uncertainty in the workplace of an organization. The reasons consist of, but are not limited 

to, retirement, attrition, illness, and finding better jobs (Maphisa et al., 2017).  

Organizations that do not manage leadership succession do not achieve their goals 

(Conway, 2018) and the lack of succession planning negatively affects organizational 

sustainability (Santora, 2019). Several studies have investigated the effects and advantages 

of adopting a succession planning strategy in organizations. Outcomes of prior research have 

revealed that a succession planning strategy has shown a positive significance in combating 

turnover intention (Ali & Mehran, 2019; Philips et a., 2018; Payne et al., 2018). This supports 

employees through learning and development opportunities (Davis, 2017); saves time and 

costs (Adebola, 2019); has a positive effect on job security and career attitude (Ali & Mehran, 

2019); improves employees' morale; builds worker loyalty and creates a new knowledge 

paradigm (Ali et al., 2014). Research provides extensive evidence of the need for a 

succession plan. It also explains the importance of strategies and practices that need to be 

implemented to form a successful succession process.  

Problem Statement 

In recent decades, organizations have become increasingly reliant on an external 

foreign workforce to provide human capital at all levels (Hong, 2020). This includes the 

hospitality industry: the number of foreigners employed in Malaysia’s hotel industry from 

2010 to 2017 rose from 147,000 to 154,000 (Hirschmann, 2019). The latest statistics from 

2015 (for the reference year of 2014) provided by the Department of Statistics Malaysia 

(2017) revealed that 13.4% of the total foreign workforce in the hotel industry had been 

hired at the managerial, professional, or executive levels. Therefore, it is strongly believed 

that the number will increase, especially as the country grows rapidly. This growth can be 

seen in the government-mandated Economic Transformation Program (ETP), in which 

human capital requires Entry Points Projects (EPPs) and business opportunities. The 

government will be responsible for attracting talented foreigners to work in Malaysia by 
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reducing the immigration regulations. To facilitate the entry of selected foreigners, it was 

reported that this system would provide a technical team, leadership skills, and critical 

thinking, and would be ready to handle business opportunities. In addition, according to 

Halim et al. (2020), projects in National Key Economic Areas (NKEAs) have similar objectives 

to those of the EPPs. The government's policy indicates that the foreign workforce employed 

in Malaysia is likely to increase.   

In the financial sector, a study by Al Ariss (2014) noted that local managers are at a 

disadvantage because of the stereotype that they are inferior compared to foreigners. The 

findings of the study provided evidence that such inferiority is not always the case. Rather, 

local managers are not chosen because they have insufficient skills and knowledge. For 

instance, they lack English proficiency and the ability to speak their own mind; they also have 

difficulties with positive criticism, as well as inadequate problem-solving and analytical 

thinking skills. Thus, the researcher presumed that the hotel industry in Malaysia was also 

facing similar internal problems. Situmorang and Japutra (2019) argued that if fewer local 

managers are appointed to the upper echelons and managerial positions, the local 

workforce could be intimidated by working in the hotel industry in the future. This could 

pose a problem in terms of human resources planning. However, when changes occur 

without proper preparation within the upper-echelon tier, these organizations would 

certainly face negative effects because the replacements would not have been trained to 

handle situations effectively. They would also lack experience, organizational history, and 

personal skills (Oah et al., 2018). Situations like this mean that succession planning has not 

been properly implemented, nor has it been given much attention in organizations. Besides, 

from the educational perspective, students may be discouraged because of the career 

insecurity. Thus, the purpose of this mixed-methods sequential explanatory study is to 

provide insights into the factors influencing the succession planning process affecting tier-

three level operational managers and how this process helps to develop leadership qualities 

within five-star hotels in Kuala Lumpur, Malaysia. Moreover, the objectives of the study are 

to: 
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1. Determine which workplace environmental factors can contribute to the succession 

planning process. 

2. Examine the relationship between succession planning and leadership qualities. 

3. Establish the workplace envy effect as a moderator of the succession planning 

process and leadership qualities. 

4. Explore the leader’s (manager’s) perceptions of workplace environmental factors 

influencing the succession planning process.  

5. Explore the influence of leadership qualities on the implementation of succession 

planning within five-star hotels in Malaysia.  

 

Research Questions 

1. What are the contributions of workplace environmental factors to five-star hotels’ 

use of the succession planning process? 

2. What is the relationship between succession planning and leadership qualities? 

3. What effect does workplace envy have on internal environmental factors and 

leadership qualities as a moderator of managers? 

4. What is the leader’s (manager’s) perception of workplace environmental factors that 

influence the succession planning process? 

5. In what ways will the leadership qualities perpetuate or challenge the succession 

planning process?  

 

Literature Review 

Succession Planning in Malaysia 

Researchers have examined succession planning in different ways across 

organizations in Malaysia. For example, Ahmad (2018) examined the impact of leadership 

style characteristics on recruiting potential leaders through succession planning initiatives in 

Malaysia's public sector. The findings indicated that the training of employees as potential 

leaders is positively guided by the characteristic individualized effect of transformational 
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leadership. Meanwhile, Bokhari et al. (2020) have shown a positive and important 

connection between succession planning, strategic stability, organizational improvisation, 

and business sustainability in Small and Medium-Sized Enterprises (SMEs) in Malaysia. The 

authors defined the reasoning for the aspects of succession planning (cognitive, structural, 

and relational) that play a major role in the survival of family-owned businesses (FOB). 

Another study, by Ahmad and Keerio (2020), focused on the model of cultural succession in 

Malaysia's public universities, indicating that an organization needs to pay more attention 

to its organizational culture as this can be a crucial enabler or a serious challenge, depending 

on the values promoted by culture. If universities have a tradition of a clan or hierarchy, 

introducing a succession planning program tends to be more successful. Several more 

obstacles to succession planning have been identified. These include the lack of a consistent 

corporate strategy; a lack of encouragement from senior management; a lack of support for 

the organizational culture; misunderstandings concerning the importance of succession 

planning and a lack of expert skills and personnel. Further obstacles are apprehension 

toward the effects of succession planning, such as adverse financial outcomes, interpersonal 

conflicts between employees, or the loss of identity (Mateso, 2010).  

 

Hypotheses Development 

Succession Planning and Leadership Qualities  

The term "succession planning" has been described in a variety of ways. Garman and 

Glawe (2004), for example, describe succession planning as a systematic process involving 

the selection and preparation of a potential successor to assume a new position. Santora et 

al. 1997) described succession planning as the process of planning organizational 

transference from one CEO/executive director to another; it involves the selection and 

appointment of either an insider or an outsider. Research on succession planning varies from 

a narrow emphasis on CEO succession to a wider viewpoint that includes all the levels of 

management in a company (Barnett & Davis, 2008). Some studies have focused on the 

development of organizational leadership and managerial capabilities through staff, 
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departments, and divisions for organizational survival, while others have studied the 

development of leadership and managerial capabilities of individuals at the top levels of the 

organization (Groves, 2007; Hutzschenreuter et al., 2012). The identification of potential 

leaders, the planning for executives' retirement, leadership development programs, an 

incumbent delegating certain core responsibilities to prospective successors prior to 

departure, and a comprehensive evaluation of the current organizational leadership skills 

and needs are all factors that contribute to effective succession practices (Gothard & Austin, 

2013; Kim, 2012; Zhang & Rajagopalan, 2010). Thus, the current study suggested that: 

 

H1: Succession Planning has a significant influence on Leadership Qualities. 

 

The effect of Workplace Envy on Succession Planning and Leadership Qualities 

A variety of factors in today's business climate lead to unpredictable operating 

environments. Social contrasts or comparisons can result in a mixture of emotions, such as 

envy (Lange & Crusius, 2015), which has two dominant subtypes (Lange et al., 2018). 

Malicious envy occurs when envious individuals degrade or discredit envied individuals 

(Langer et al., 2018; Puranik et al., 2019). Envious individuals can spread rumors or withhold 

knowledge to ease their sense of inferiority while undermining envied individuals (Reh et al., 

2018), making the latter less competitive (Puranik et al., 2019). It is common for employees 

to be at a disadvantage in terms of pay and promotion relative to their colleagues. 

Management psychologists and organizational scholars use the idea of workplace envy to 

represent employee depressive feelings in the face of upward social contrast (Foster, 1972, 

cited in Zhang, 2020). "Envy is an unpleasant emotion that individuals experience when 

others have what they desire, which includes inferiority, desire, resentment, and hostility 

toward the envied" (Parrott & Smith, 1993, p. 906).  

 

H2: Workplace envy has a negative impact on the succession planning process and 

leadership qualities. 
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Workplace Environmental Factors  

Organizational Culture 

The importance of an organization's culture is arguably its greatest asset. Culture 

attracts and retains top talent, rallies employees to find innovative solutions to problems, 

protects the company from outside threats, and is the key driver that pushes the 

organization forward (Sanfacon, 2019). An organization’s culture is involved in shaping firm 

practices (Dai et al., 2018) and creates a solid basis for the organization to reach optimum 

productivity (Nazarian et al., 2017). The hotel industry is such a complex service business, 

where organizational culture is of the utmost significance (Ubeda-Garcia et al., 2018; Rahimi 

& Gunlu 2016). The latest research on organizational culture in Malaysia, conducted by 

Ahmad and Keerio (2020), reported that public universities have engaged in informal 

succession planning and that organizational culture is a major obstacle to implementing 

succession planning. In this study, the researcher assumed that similar scenarios to those in 

public universities could be found in the hotel industry and could be a major challenge that 

might have an impact on overall organizational effectiveness and leadership qualities. The 

study thus proposed:  

 

H3: Organizational culture has a significant influence on succession planning. 

 

Empowerment 

In line with this, empowerment means the management allows their manager or 

employees more autonomy and freedom of choice. Empowerment provides opportunities 

for engagement by encouraging decision making and reducing bureaucratic restrictions 

(Huertas-Valdivia et al., 2020). Theoretical empowerment experiments have included 

psychological and managerial viewpoints (Kim & Fernandez, 2015). On the other hand, from 

a psychological point of view, researchers have presented empowerment as a motivational 

construct (Marshall et al., 2016). Employee empowerment is a motivational mechanism 
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expressed in the form of being skilled and it consists of four common perceptions: 

meaningful work, competence, self-determination, and impact. Together, these four 

perceptions generate an image of empowerment and strengthen organizational assurance 

within the organization (Wallace et al., 2011). Empowerment perceptions help to explain 

how an organization’s engagement is fostered (Baird et al., 2018). A study has shown that 

employee efficiency is substantially predicted by the empowerment assigned to them (Choi 

et al., 2016). In short, for employees, the sense of empowerment can give rise to intrinsic 

motivation to participate fully in their work; thereby, they contribute greater results. 

Therefore, the study suggested the following hypothesis:  

 

H4: Employee empowerment with high motivation has a significant impact on the succession 

planning process. 

 

Workforce Diversity 

A good strategy in leadership promotion is to implement a succession planning and 

management program (Rothwell, 2016). Rothwell mentioned that succession planning will 

encourage the advancement of diverse groups because different employee groups at the 

workplace will be given equal opportunities to develop, and the best successors will be 

groomed irrespective of their identity. Consequently, since diversity is increasingly becoming 

an organizational feature of today’s world, García-Rodríguez et al. (2020) recommended that 

more minorities should fill key positions in an effort to reduce discrimination and establish 

their career development, as well as foster integration. The researcher does not apply 

gender as a principal focus but refers to the broader picture of diversity (e.g., age, ethnicity, 

religion, level of education, and experience). The study thus proposed that: 

 

H5: Workforce diversity has a significant influence on succession planning. 

 

Talent Management 
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A talent management strategy will also build career advancement motivation among 

skilled and enthusiastic employees. Northouse (2015) noted that if leaders support 

development, this encourages talented employees to undertake challenging activities and 

tasks. Northouse continued that a constructive development culture helps to increase 

employee motivation and loyalty, attract talent, and maximize efficiency. Ibudunni et al. 

(2016) concluded that talent development enhanced employees' performance and 

expanded service time, resulting in better overall performance. A talent development 

culture allows the upper echelons to inspire and guide their employees efficiently. It also 

offers a structure that encompasses and motivates employees with high potential to 

improve their careers and fulfill leadership roles more quickly than the average employee. 

Talent development motivation reaches employees and inspires the organization to pursue 

expansion plans. Thus, the study suggested that: 

 

H 6: Talent management has a significant influence on succession planning. 

 

A Proposed Conceptual Model 

 

Figure 1. Proposed Conceptual Model 
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Theoretical Perspectives 

As theories to support the proposed model, the present study adopted three major 

theories: the Resource-Based View (RBV) (Porter, 1985), Organization Learning Theory (OL) 

(Crossan et al., 1999), and the Theory of Planned Behavior (TPB) (Ajzen, 1988, 1991, 1995). 

These were used to explain the theoretical foundation for this study. The RBV involves 

utilizing internal resources to manage and improve organizational performance (Tasnim et 

al., 2020). In strategic management science, the RBV has emerged as a traditional theory of 

organizational competitive advantage. Wernerfelt (1984) initially discussed how resources 

were owned, deployed, and used by the company. On the other hand, OL can be described 

as a learning process that occurs at the organizational levels through social interactions, 

namely organizational culture, empowerment, diversity, and talent management. Whole 

organizations or their components respond to evolving circumstances by creating and 

selectively implementing organizational routines according to organizational learning 

(Argyris, 1999). The Theory of Planned Behavior (TPB) (Ajzen, 1995, 1988, 1991) in terms of 

leadership qualities extends the line of thought in this area by linking personal beliefs with 

actions and behavior and outlines how attitudes can influence actual human behaviors 

(Conner, 2020).  

 

Methods 

This study employed explanatory sequential mixed-methods. The purpose of using a 

qualitative dimension is to clarify the original quantitative outcomes. Explanatory design is 

acceptable when the researcher wants qualitative evidence to describe quantitatively 

significant or non-significant outcomes, positive-performing exemplars, outlier results, or 

unexpected or confounding results (Bradley et al., 2009; Morgan, 2014). This design can also 

be used if the researcher chooses to form a group on the basis of quantitative findings and 

follow up with the group using subsequent qualitative analysis. Alternatively, the researcher 

may want to use quantitative results relating to the characteristics of participants to guide 
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purposeful sampling for the qualitative process (Morgan, 2014). It can also be used to clarify 

the phenomenon using qualitative evidence that illustrates why quantitative effects have 

arisen and how they could be explained (Creswell & Plano-Clark, 2017). The explanatory 

sequential design is more effective when the researcher has the potential to return to the 

participants for a second round of qualitative data collection and if the researcher is aware 

of the important variables and has access to a quantitative instrument to evaluate structures 

of primary interest (Creswell & Plano-Clark, 2017). Explanatory research was selected 

because little analysis of this subject has been conducted in the hotel industry in relation to 

workplace environmental factors. Therefore, little knowledge has been provided about the 

situation at hand and how similar problems have been studied in the past. There is a limited 

number of studies on the identification of succession planning practices and critical success 

factors in the implementation of succession, particularly in the hotel industry in Malaysia 

(Ahmad & Keerio, 2020; Ishak & Kamil, 2016). Therefore, there is a need to employ a 

quantitative and a qualitative study to gain insights regarding the practices and criteria of 

workplace environments in terms of succession planning.  

Quantitative Data Collection Procedure 

The technique for this study is the probability stratified sampling, which was used to 

select each category of the study, that is, tier-three operations managers in five-star hotels. 

Based on Etikan and Bala (2017), stratified sampling is used when a population from which 

a sample is to be drawn does not form a similar group. The researcher will independently 

contact the hotels to determine the population of the study and initiate communication. The 

researcher will independently contact 42 hotels in Kuala Lumpur to determine the 

population and fit to parameters of the study to gather the data on the number of tier-three 

level operations managers that hold positions in the room division department (e.g., front 

office, housekeeping, and reservations), and food and beverage department (e.g., 

restaurants, banquets, and kitchens). Based on the information given, the expected sample 

size amounted to a total of 260 managers. In data collection and analysis, the researcher will 
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conduct the survey face-to-face and analyze the information obtained using Structural 

Equation Modeling and the IBM Statistical Package for Social Science (IBM SPSS). 

Qualitative Data Collection Procedure 

Focus-group interviews will be conducted using a virtual (Zoom.US) application with 

three sessions, or until theoretical saturation is reached (Corbin & Strauss, 2008). Each 

session requires three to four participants from different backgrounds and with different 

demographics. This research applied non-probabilistic sampling, which is a way to determine 

the unit population to include in the sample. According to Han (2013), this technique is one 

of the most favorable approaches in the area of hospitality and tourism management. The 

participants will be selected using purposive sampling, giving easy access that will enable the 

managers involved in this case study to be interviewed (Cozby & Bates, 2015). Participants 

in the qualitative follow-up process would be a subset of the participants who participated 

in the quantitative data collection.  

 

Conclusion and Implication 

The impact of this study is expected to influence the way succession planning will be 

conducted in the hotel industry, particularly in hotels whose employees have diverse 

backgrounds. It will help the management to reassess the current process of developing and 

grooming future upper-echelon managers by considering the views and environment from 

within the organization. Thus, the dependency on foreign or external candidates would be 

reduced. In addition, succession planning may positively influence other talent management 

activities, including knowledge transfer, talent retention, preparing candidates to fill new 

leadership positions as part of an organization's growth strategy, and access to a succession 

pipeline that caters to refilling leadership positions. A lack of research conducted on this 

topic was noted, specifically in terms of the hotel industry in Malaysia.  
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Abstract 

 

Leadership and knowledge have an important role in all areas of society, at the 

individual and organizational levels. Leaders are required to be able to survive 

in the digitalization era where all information is collected and shared through 

internet. This study aims to determine the digital leadership behavior carried 

out by school principals and knowledge sharing according to the teacher's 

perspective. This study uses a correlational survey model and data is collected 

through a scale. Study groups consist of all teachers in Indonesia who teach in 

Kindergarten School, Elementary School, Junior High School, and Senior High 

School in the year of 2020-2021. According to the research results, teachers' 

perspectives on principals' digital leadership behavior and school knowledge 

sharing are at a "High Level (4/5)", which means very good. Based on statistical 

analysis, there is a weak relationship between the principal's digital leadership 

and the success of knowledge sharing in schools. 

 

Keywords: digital leadership, knowledge sharing, principals, teachers 

 

Introduction 

 Entering the year of 2020, the world is facing a corona virus outbreak that causes 

changes in the order of life. To break the chain of COVID 19 transmission, the government 

enforces work from home rules thus requiring all fields to switch to the digital world, such 

as the economic, social, political, and even education fields. According to Climate (2020), 

working from home has led to an increase in internet use worldwide, with an increase of 

26.7 percent. In the new normal situation, all people and organizations are forced to work 

integrated with the internet so everyone must understand the procedures for using digital 

media properly and correctly. 
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 In the field of education, the Government of the Republic of Indonesia has issued a 

new regulation in the form of rules for learning from home as stated in the circular letter of 

the Minister of Education and Culture at number 4 in the year of 2020. This rule requires 

school principals to be able to coordinate, share information, and evaluate teacher 

performance using digital platforms. This is a new challenge for school principals because 

they have to be leaders as well as teach the use of technology for teachers, especially for 

those schools that do not have Information Technology staff. Based on a survey conducted 

by the Education and Culture Information and Communication Technology Center 

(Pustekkom) of the Ministry of Education and Culture at the end of 2018 which showed that 

60 percent teachers in Indonesia are still suttering for using the technology. Therefore, 

principals need to learn how to lead digitally and educate teachers to teach using the 

internet. 

 In accordance with, the Minister of State Apparatus Utilization and Bureaucratic 

Reform the Republic of Indonesia, Tjahjo Kumolo, is active in encouraging the state 

apparatus to have digital leadership. According to Tjahjo Kumolo (2020) digital competence 

is competence related to digital technology, products and services, while digital leadership 

competence is related to leadership or managerial competence and digital culture. The rapid 

development of the times and the COVID-19 pandemic require state apparatus, especially 

school principals to have competencies in the use of digital technology and its 

implementation in work. Referring to Digcom 2.0, European Commission (2015), there are 

five digital competencies that can be pursued. (1) Information and data literacy. These 

competencies include the ability to search, select, select, evaluate, and manage data and 

information. (2) Communication and collaboration. These competencies include skills to 

interact, share, engage, and cooperate through digital technology. In addition, there is a 

need for understanding and skills in managing digital identities and respect for the ethics of 

the digital world. (3) The ability to create digital content. This ability related to various skills 

of developing, integrating, and elaborating digital content. (4) Security. This ability including 

the ability to guarantee the protection of devices, data and confidentiality, health, and the 
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environment/learning process. Finally, the ability to solve and overcome technical problems, 

be able to identify the needs and the required technological response, creativity in the use 

of digital technology, and be able to identify the shortcomings of digital technology. In the 

conditions of the COVID-19 pandemic, the use of technology and digital facilities is very 

much needed by principals and teachers because most of the work is carried out using a 

remote system, namely by working from home. 

 The education providers have been given the mandate, roles and responsibilities to 

provide quality workers in accordance with the digitalization era. In this case the principals 

must position himself as a digital leader who can fulfill the task of sharing knowledge and 

controlling teacher performance through online. The principal has the task of organizing a 

teacher-led learning process and is responsible for maintaining the flow of communication. 

The principals is the main figure who guides, motivates and directs teachers who are the 

main employees of educational institutions so that they can continue to contribute in serving 

students. In addition, teachers also have a great responsibility to improve the quality of 

education and ensure that principals can lead well and provide access to knowledge 

acquisition and sharing in schools. 

 Leadership and knowledge have an important place in all areas of society, at the 

individual and organizational levels. According to Davenport and Prusak (2000), leadership 

and knowledge sharing have a mutually effective relationship. In addition, Davenport and 

Prusak (2000) argue that knowledge sharing requires intervention from leaders who have 

the skills, abilities, experience, knowledge, values, and culture to transform (comparison, 

communication, connection, and results). In particular, we live in an era of digitalization, 

where all information is collected and shared through digital media, therefore, the presence 

of the principal as a digital leader is expected to be a person who can be trusted to share 

information with teachers. 

 This study focuses on analyzing teacher perceptions of principals' digital leadership 

and its relationship to knowledge sharing. In order for school organizations to be more 

effective and efficient, the ability to share knowledge, information and organize is very 
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necessary. In addition, it has been determined that not many comprehensive studies have 

examined the relationship between principals' digital leadership behavior and the realization 

of knowledge sharing activities in schools and teachers' views on it. 

 

Digital Leadership Concept 

Leadership is a process that must exist and need to be held in human life as social beings. 

According to Dubrin (2005) leadership is an attempt to influence many people through 

communication to achieve goals, how to influence others with direction or orders, motivate 

and coordinate the organization, and increase self-confidence and support among 

employees. According to Kılıç, stün and nen (2011) Among the basic concepts emphasized 

in the definition of leadership are “passion, vision, integrity, communication, organization 

competence, loyalty, commitment and creative”. Based on this explanation, it can be 

concluded that leadership is the ability to control, direct, influence the thoughts, emotions 

or behavior of others to achieve predetermined goals and is accompanied by aspects such 

as vision, communication, and commitment.  

 Digital leadership is a leadership skill that takes into account situations such as the 

presence of an internet connection, using open source technologies, and adapting mobile 

devices and technology usage accordingly (Sheninger, 2019). Digital leaders must have 

digital resources such as having digital devices connected to the internet. Digital leadership 

requires a combination of mindset, behavior and skills to implement the necessary training 

to develop employee skills that are in line with the vision and culture (Yücebalkan, 2018). 

With the rapid development of digital, digital leadership competence is a science that must 

be possessed by school leaders (Zhong, 2017). For the future success of schools, digital 

leadership requires the creation or development of the necessary vision and technology-

based school culture. In line with this explanation, it can be said that in the current 

digitalization era, to achieve school goals, principals who have digital leadership 

competencies are needed. 
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 According to Munir (2015), digital leaders have characteristics that distinguish them 

from ordinary leadership, namely: (1) In terms of e-leadership communication, it is 

necessary to use electronic media to communicate with other members. Skills in using 

telegram, Facebook, WhatsApp, Instagram, Zoom app, Twitter and similar social networks 

are a must; (2) digital leaders have the ability to think and collaborate without space 

constraints and barriers. Through information technology, it is possible for leaders to 

communicate effectively and efficiently with multiple teachers; (3) Digital leaders have the 

ability to monitor and manage effectively. As a leader, the principal must have the ability to 

manage and monitor the virtual work carried out by teachers. This is to ensure that the 

teacher carries out his duties and functions properly and ensures that the teacher 

understands the instructions given so that the goals set can be achieved; (4) In addition to 

being flexible in the use of time, an e-leader adapts to a constantly changing technological 

environment. The rapid development of technology requires leaders and employees to 

adapt to changes in order to achieve organizational goals. 

 According to Chang (2012) digital leaders must have 5 competencies, namely: (1) 

Vision, planning and management. The most important cornerstone of digital leadership, a 

digital leader must develop a vision of how school reform will be impacted by digital. The 

development of this vision requires principals to understand the direction and trends of 

digital development and must maintain a clear digital vision and understand the potential 

use of digital in the classroom; (2) Staff development and training. Planning and creating 

resources for staff development is an important responsibility of a digital leader. In staff 

development, leaders must prepare new models and materials; (3) Digital support and 

infrastructure. When educators and staff need assistance, digital leaders must provide 

qualified support to maintain equitable access to digital resources and environmentally 

appropriate use of digital; (4) Evaluation and research. Effective principals must implement 

procedures to measure the growth of each individual according to the ratings given by the 

teacher. Principals should also set digital goals and create a professional development plan. 

Effective principals will measure teacher performance through digital effectiveness research 



The Joint Conference of AHRD-ARACD 2021 

177 
 

results and together, principals must review student scores and encourage teachers to 

improve academic performance; (5) Interpersonal and communication skills. Interpersonal 

skills are important in digital leadership. Leaders must be able to provide support, so that 

good communication is established with teachers and staff. This requires a complementary 

relationship between basic communication skills and digital leadership skills in all individuals. 

Based on this explanation, principals as digital leaders must have this ability and teachers 

must see the extent to which this ability is applied in their school environment. 

 

Knowledge Sharing Concept 

 Knowledge sharing is a concept that defines the conditions of interaction between 

two or more people as a communication process that aims to improve and develop each 

member (David Gurteen, 2012). In addition, organizations should document the results of 

new ideas or information as a result of sharing this information and be prepared to apply 

different methods for sharing different types of information. According to Triana et al (2016), 

knowledge sharing is a systematic process of transferring messages between individuals and 

organizations through various media. Each individual has the right to determine which media 

will be used to share information, the most important thing is that the recipient of the 

message can understand what is conveyed. Based on this view, digital media such as Zoom 

Meeting, Whatsapp, Telegram, Facebook and Email applications can be used as a means of 

delivering messages. Knowledge is acquired in various ways, such as personal, interpersonal, 

group discussion, and learning or observation and experience. The benefits that can be 

obtained from knowledge sharing are the generation of new knowledge that can lead to 

innovation, improve the skills of each member, and reduce the risk of repeated mistakes. In 

practice, knowledge sharing has the following process as shown in the figure below: 
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Figure 1. Source: Knowledge Sharing Process (Muhtada, 2020) 

 

 Based on the figures above, the beginning of the creation of knowledge sharing 

activities basically stems from the needs of an organization. The principal observes and finds 

out the school's needs, then these needs are analyzed, then a knowledge sharing process is 

held with teachers using digital media. With knowledge sharing activities, new knowledge 

arising from the combination of existing knowledge will increase. To control knowledge 

sharing activities, the topics to be discussed are usually planned in advance and adjusted to 

the needs at the time, so that the material discussed will be more comprehensive. The 

material to be discussed can be determined by the principal or suggested by the teacher 

who needs information. 

Sometimes school principals conduct knowledge sharing activities on topics that 

are currently being debated or widely discussed in society. This activity is carried out 

with the aim of making teachers as alert figures for social issues that develop in society. 

For example, currently the school principal can use digital media to inform teachers 

about appropriate learning methods to be applied in the new normal era. This is crucial 

so that teachers can respond appropriately to the issue of the coronavirus outbreak 

from the perspective of the education side. Teachers certainly gain new experiences 

from knowledge sharing activities carried out by school principals. Teachers will increase 

the knowledge and skills and can complement their previous ignorance. Basically, they 
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can add insight and competence by sharing and exchanging their knowledge. 

 Research on digital leadership and knowledge sharing has been growing in various 

sectors such as economics, education, and social. As research conducted by Meylasari, US, 

& Qamari, IN (2017) from the field of economics about the factors that influence knowledge 

sharing in the application of E learning and research conducted by Ömer ÖZ (2020) from the 

field of education about being a school leader in digital era. Overall, there is a lot of research 

on leadership, but only few studies have been focused on digital leadership. This fact is based 

on findings from the digital leadership literature. However, as technology develops research 

on digital leadership is predicted to continue to grow, especially after the corona virus 

pandemic spreads throughout the world which forces all leaders to be reliable in using digital 

media. Therefore high possibility that the leadership that will be adopted by nowadays and 

future leaders is digital leadership. 

 

Research Method 

 This study uses a quantitative method with a descriptive correlational survey model. 

The process of collecting and analyzing quantitative data is used to achieve the objectives of 

this study. With a quantitative approach, the data is numerical and processed using 

statistical methods. According to Notoatmodjo (2010) descriptive correlational research is 

research that is directed to explain the relationship between two independent variables and 

the dependent variable with a cross-sectional research design, where data concerning the 

independent and dependent variables are collected at the same time. The correlation 

method does not state a cause-and-effect relationship but only states that there is a 

relationship between one variable and another variable (Deni Darmawan, 2013). According 

to Resseffendi (2010), descriptive research is research that uses observations, interviews, or 

questionnaires of the variables under study. Through this descriptive research, the 

researcher will explain what actually happened about the situation being studied. The 

independent variable in this study is digital leadership and the dependent variable is 

knowledge sharing. This study will analyze teachers' views on digital leadership behavior 
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carried out by school principals and the level of realization of knowledge management in 

schools. This research uses proportional stratified random sampling, which means sampling 

in heterogeneous and stratified populations by taking samples from each sub-population 

whose number is adjusted to the number of members of each sub population randomly 

(Sugiyono, 2010). The research object is teachers who work in Kindergarten, Elementary, 

Secondary School, and High School in Indonesia in the 2020-2021 school year, as many as 

400 teachers. 

Table 1- Working Group Demographic Information 

 

Variables Number (n) Percent (%) 

Sex  Man  

Woman  

Total 

144 

256 

400 

 

36 

64 

100 

Age  22-35 

36-54 

55-64 

Total 

380 

48 

12 

400 

 

85 

12 

3 

100 

School type  Kindergarten  

Elementary School 

Junior High School 

Senior High School 

Total 

32 

84 

116 

168 

400 

 

8 

21 

29 

42 

100 

Educational 

Background 

Senior High School 

Bachelor’s degree 

Master’s degree  

Total 

8 

348 

44 

400 

2 

87 

11 

100 
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 The demographic characteristics of teachers are shown in detail, it can be seen that 

64% of teachers (frequency/f): 256) are female and 36% of teachers (f:144) are male. Based 

on these data, it is clear that the proportion of female teachers is higher than male teachers. 

In terms of teacher age, 85% of teachers (p: 380) are between 25-35 years old; It can be seen 

that 12% of teachers (p:48) are in the age range of 36-54 years and 3% of teachers (p:12) are 

in the age range of 55-64 years. If analyzed by school type, 8% of teachers (p: 32) teach in 

pre-schools, 21% of teachers (p: 84) teach in primary schools; 29% of teachers (p: 116) teach 

in secondary schools and 42% of teachers (p: 168) work in senior secondary schools. 

According to their educational status, as many as 2% of teachers (p: 8) are graduates of high 

school programs, 87% of teachers (p: 348) are graduates of undergraduate programs, while 

others are master’s graduates, with a percentage of 11% (p. 44). 

Data Collection Tools 

 According to Suharsimi Arikunto (2010), data collection instruments are tools that 

are selected and used by researchers in their activities to collect data so that these activities 

become easier and more systematic. The data collection tool used in this study is a scale. 

Because there are two variables in this study, two different measuring tools were used as a 

data collection tool, namely the digital leadership scale from Zhong Lin (2016), and the 

knowledge sharing scale from Özgözgü, S. (2015). The scale used is a Likert scale with 5 

answer choices, namely "Strongly Disagree", "Disagree", "Neither agree nor disagree", 

"Agree" and "Strongly Agree". The answers given to the items in the data collected were 

scored from 1 to 5 (Strongly Disagree = 1, …Strongly Agree = 5). 

 The digital leadership scale developed by Zhong Lin (2016) consists of twenty items 

in five dimensions: visionary leadership, digital learning culture, professional development, 

systemic development, and digital citizenship. This scale was developed to analyze 

principals' digital leadership behavior according to teachers' opinions. Validity and reliability 

tests are used so that the scale used produces data that are truly valid. The Cronbach Alpha 

reliability coefficient for the five sub-dimensions of the scale is 0.92, so it can be concluded 

that the scale is valid. The knowledge sharing scale developed by Özgözgü (2015) consists of 
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twenty-five statement items and has four dimensions, namely acquiring knowledge, sharing 

knowledge, using knowledge, and storing knowledge. This scale is used to analyze the level 

of knowledge sharing according to the opinions of teachers working in schools. Cronbach's 

alpha coefficient of the four sub-dimensions of the scale was found to be 0.94 so it was 

concluded that the scale was valid. 

Data Analysis 

 In the first stage, respondents' answers were collected using digital media in the 

google form, then the responses were converted into numerical data. The average score 

ratings for the digital leadership scale and knowledge sharing scale can be seen in Table 2: 

 

 Table 2- Scoring Range According to Digital Leadership and Knowledge Sharing  

    Options 

 

Degree  Options  Point ranges  

1 Strongly disagree  1,00-1,80 

2 Disagree  1,81-2,60 

3 Neither agree nor 
disagree 

2,61-3,40 

4 Agree  3,41-4,20 

5 Strongly agree 4,21-5,00 

 Source: Umar (2008) 

 

 This study using descriptive statistical methods such as frequency analysis, standard 

deviation and correlation. The Pearson Product Moment correlation was used to determine 

the relationship between digital leadership and knowledge sharing. Pearson Product-

Moment Correlation is a correlation measure used to measure the strength and direction of 

a linear relationship between two variables. Two variables are said to be related if a change 

in one variable is accompanied by a change in another variable in the same or opposite 

direction (Firdaus, 2009). A small correlation coefficient value (not significant) does not 

mean that the two variables are not related. It is possible that the two variables have a strong 
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relationship, but the value of the correlation coefficient is close to zero, for example in the 

case of a nonlinear relationship. In this study, the Pearson test was used to analyze the 

relationship between digital leadership behaviors carried out by principals and knowledge 

sharing activities in school organizations. 

 

Results 

 In this section, we presented the opinions of teachers working in kindergartens, 

elementary, middle and high schools in Indonesia in the 2020-2021 school year, including 

principals' digital leadership behavior and knowledge management in schools are clarified. 

 

 

Table 3- The Realization Level of Principal's Digital Leadership Behavior According 

to The Teacher's Perspective 

 

Digital leadership    X                S           Degree  

Visionary Leadership  4,78       0,72             Strongly agree 

Digital Learning Culture  4,89       0,71       Strongly agree 

Professional Development  4,83       0,63       Strongly agree 

Systemic Improvement  4,81       0,82       Strongly agree 

Digital Citizenship   4.79           0.75               Strongly agree 

Total                  4,82        0,72       Strongly agree 

Note: N= 400, X=Average score, S= Standard deviation 

         As shown in Table 3, according to the teacher's opinion, the average digital leadership 

behavior score shown by principals in general is X = 4.82, with the answer choices dominated 

by: "I Strongly Agree (4.21-5.00) By Therefore, in general it can be said that according to the 

teachers, principals have very good digital leadership. 
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Table 4- The Realization Level of Knowledge Sharing in Schools According to the 

Teacher's Perspective 

 

 Knowledge Sharing                  X                S           Degree  

Gaining knowledge  4,86         0,61       Strongly agree 

The use of knowledge  4,87         0,42       Strongly agree 

Knowledge sharing  4,68   0,70       Strongly agree 

Knowledge storage  4,79   0,57       Strongly agree 

Total                  4,80         0,57       Strongly agree 

Note: N= 400, X=Average score, S= Standard deviation 

 

           As shown in Table 4, based on the table, the average score of sharing knowledge in 

schools is X = 4.80, which indicates that the teacher's opinion is at the level of "Strongly 

Agree (4.21-5.00). The findings indicate that the level of knowledge management in schools 

are very good, in this context according to the teachers there are very well activities to 

obtain, share, use, store and manage information at their school. 

           In general, it can be concluded that from the teacher's point of view, digital leadership 

carried out by school principals (in the dimensions of visionary leadership, digital learning 

culture, professional development, systemic development and digital citizenship) is very 

good for facilitating the process of sharing knowledge in schools. 
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Table 5. Correlation Test Results The Relationship Between Digital Leadership Toward 

Knowledge Sharing 

 

 1 2 

1. Digital Leadership 

2. Knowledge Sharing  

1 ,15
* 

1 

                                 *p<.01 

            Table 5 shows that there is a relationship between the principal's digital leadership 

and the level of realization of knowledge sharing as indicated by the value: r = 0.15 (p < 0.01). 

The relationship shown is a positive relationship. According to Karasar (2009), if the 

correlation coefficient (r) is between "0.00-0.25", the strength of the relationship is "very 

weak", "0.26-0.49" is "weak", and "0.50-0.49". Between 0.69, "medium", "0.70-0.89" as 

"high", between "0.90-1.00" as "very high". Based on these findings, it can be said that the 

relationship shown is very weak, however the relationship is still valuable. 

 

Discussion, Conclusions and Suggestions 

           Based on the results, teachers in Indonesia agree that principals in their schools have 

applied the characteristics of digital leadership very well. Teachers' perspectives on 

principals' digital leadership behavior and school knowledge sharing are at a "High Level 

(4/5)", which means very good. Based on statistical analysis, there is a weak relationship 

between the principal's digital leadership and the success of knowledge sharing in schools, 

however the relationship is still valuable. Teachers agree the principals have been able to 

realize five dimensions of digital leadership, namely visionary leadership, digital learning 

culture, professional development, systemic development and digital citizenship. The 

success of principal's in leading digitally has a relationship with the process of sharing 

knowledge in schools. This can be seen from the ease of obtaining, sharing, using and storing 

knowledge at school. In addition, teachers agree that they can build dialogue, carry out 

problem solving activities, share ideas, experiences, and perceptions with principals and 
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fellow teachers. In this case the principal routinely uses digital media such as the Zoom 

Meeting application, Whatsapp, Telegram, Facebook, E-mail to communicate well with 

teachers, and also uses software and hardware to facilitate the knowledge sharing process, 

especially during online learning. This research also reveals that teachers can share the 

knowledge they have acquired with other teachers so that knowledge continues to rotate 

and does not stop at one person, so the teachers do not keep the knowledge they have 

acquired only for themselves. According to Liao (2007), knowledge shared and exchanged 

within the organization will result in new knowledge and experiences that grow linearly, if 

new knowledge receives feedback or support from the leader (principal), this knowledge will 

increase exponentially.  This is inseparable from the role of the principal as a digital leader 

who continues to act and motivate teachers to continue to share knowledge at school. 

 Knowledge sharing has been studied as a mediator between leadership style and 

innovation in organizations (Birasnav et al., 2013; Khan et al., 2018; Noruzy et al., 2013; 

Yaseen et al., 2018). Therefore, digital leadership is leadership that can maximize the 

knowledge sharing process within the organization. As successful digital leaders, principals 

will understand the importance of incoming data (knowledge) and the processes that 

support it, so they will value communication, creativity, and a willingness to explore and 

activate new technologies so that digital information can be used to help organizations 

succeed. In addition, according to Davenport et al (1998), the leadership of an organization 

is the most important factor for the successful implementation of knowledge management. 

The success or failure of the application of knowledge management and innovation in 

schools can be seen from the principal's ability to create, use, update, apply and understand 

knowledge to increase competitive advantage (Darroch, 2005). 

 As a digital leader, principals must always keep abreast of latest technology, because 

it will make it easier for principals to share knowledge to the teachers without the barriers 

of distance and limitation of time. It is undeniable that if this is done effectively it can lead 

to positive perceptions from teachers about the effectiveness of digital leadership and its 

relationship to knowledge sharing. The better the digital leadership carried out by the 
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principal, the greater the impact on knowledge sharing activities. Although carrying out 

digital leadership in the new normal era is a must for all leaders, it is not easy to run it alone, 

so it requires sufficient knowledge and collaboration with other parties such as between 

principals and teachers. in addition principals also need to design professional improvement 

programs to help teachers implement digital teaching practice. if implemented this activity 

will definitely give confidence and motivation to teachers to continue learning digitally. 

Principals can seek out professionals such as technology staff to assist teachers in learning 

digital media. 
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Abstract 

 

This paper aims to investigate the dynamics of leadership styles – 

transformational leadership, transactional leadership and laissez-faire 

leadership exhibited by faculty of medicine and health sciences academics in 

a Malaysian university. This paper offers preliminary descriptive results on 

the most practiced leadership styles among the faculty academics. The 

results indicate that most academics exhibit a high level of both 

transformational and transactional leadership behaviours with the latter 

being the most frequently used leadership style. 

 

Keywords: Transformational leadership, transactional leadership, laissez-faire leadership, 

collegiality, faculty, academics 

 

Introduction 

Leaders are significant individuals who represent formal and informal procedures, 

decisions and activities in organisations (Demirtas & Akdogan, 2015; Rydland & Stensaker, 

2018). They either govern or manage other employees of the organisation, influence the 

attitudes and behaviours of peers and subordinates, and eventually determine the efficacy 

and accomplishment of the organisation. Yukl (2013) explained that as an organisation 

becomes larger and more complex, managing becomes more important, hence, leadership 

becomes more crucial. Such leaders are “key actors'' in human resource development (HRD) 

(Lavigne, 2019). It is undeniable that leadership is important in all organisations, and 

universities are not excluded from this (Bieletzki, 2018). The transformation of a university 

must be driven by university academics at all levels, namely the department, faculty, and the 

central university administration. However, leadership in a university holds a unique concept 
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as universities are academic-based institutions seeking to serve the wider world beyond just 

itself (Bieletzki, 2018). 

Leadership roles in universities are complex as academics are often challenged to 

balance administrative control and faculty autonomy, while consequently creating an open 

and welcoming atmosphere for the students (Williams, 2007). Practically, academics are 

often defined with both management and supervisory responsibilities (Heng & Marsh, 

2009), which require them to “thrive on challenge of change; who foster environments of 

innovation, who encourage trust and learning; and who lead themselves, their constituents, 

and their units, departments, and universities successfully into the future” (Brown, 2001, p. 

312).  However, according to Brown and Moshavi (2002), balancing those instances is not an 

easy task even for highly educated, developed and experienced academics. Due to the 

essence of knowledge in university, academics are known to possess their own areas of 

expertise and experience (Bieletzki, 2018). This means that, in the academic arena, it is 

difficult to say that one is more superior than the other. 

Therefore, universities around the globe have been trying to distance themselves 

from extreme hierarchy and bureaucracy as they require leadership that is based on 

consideration, intellectual stimulation, collegiality, trust, motivation and mutual respect 

which are closely related to transformational leadership (Huang & Marginson, 2017). Yet, 

the industrialisation of universities these days has made it very challenging for faculty 

academics to preserve leadership that effectively incorporates the uniqueness of 

universities as knowledge-based institutions (Peters, 2020). As a primary step towards the 

leadership paradigm among faculty academics, it is crucial that their leadership patterns and 

dynamics are assessed. A strategic course of action may then be developed and 

implemented to achieve the desired leadership paradigm (Alonderiene & Majauskaite, 

2016). Bass (1985) argued that the second-order leadership domain is composed of 

transformational, transactional and laissez-faire. 

It is depicted that if faculty academics frequently exhibit and practice a high level of 

transformational leadership, then the faculty would be well-ordered (Vinger & Cilliers, 
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2006). Thus, this paper aims to establish the frequency of transformational, transactional 

and laissez-faire leadership styles practiced by faculty academics who work in a public 

research university in Malaysia. This study seeks to answer the following question: Which 

leadership style (transformational, transactional and laissez-faire) is the most practiced by 

the faculty academics? The next section of this paper will provide a conceptualisation of the 

three leadership styles. The paper continues with the methods of the study, results and 

finally ends with a tentative conclusion. 

 

Conceptualising leadership style and approach 

Although leadership has been one of the most investigated phenomena in the field of social 

sciences, it is to this date, one of the most challenging themes due to its complex nature 

(Wallace, Torres & Zaccaro, 2021). Leadership style is defined as a behaviour pattern that a 

leader exhibits while he/she is working with and through others (Ali, Sidow & Guleid, 2013). 

According to Bass and Bass (2008), “Leadership is an interaction between two or more 

members of a group that often involves a structuring or restructuring of the situation and of 

the perceptions and expectations of the members.” Bass (1999) suggests that every leader 

displays a frequency of the three leadership styles (transformational, transactional and 

laissez-faire), but commonly exhibits more of one and less of the other.  

Transformational leadership 

Transformational leadership focuses on the commitments and competencies of  institutional 

members and the higher level of personal commitments to organisational objectives, as well 

as greater capacities for goal achievement that contribute to the productivity of the 

institution (Para-González et al., 2018). According to Singh (2014), collegiality is a key factor 

in transformational leadership, which seeks to transform bureaucratic management 

practices in universities. Collegiality in transformational leadership involves the elements of 

teamwork, trust and mutual respect (Singh, 2014). Scholars identified four transformational 

leadership components (Northouse, 2001; Bass, 1999; Bass & Avolio, 1992; 1994): 
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1. Idealised influence: The degree to which leaders act as role models, hold 

subordinates’ trust, create strong emotions from them, maintain their faith and 

respect and appeal to their hopes and dreams. 

2. Inspirational motivation: The degree to which leaders provide shared vision and try 

to make others feel the significance of their work. 

3. Intellectual stimulation: The degree to which leaders encourage creativity in others, 

tolerate extreme positions and nurture others to challenge their own values and 

beliefs and those of their leaders and organisation. 

4. Individualised consideration: The degree to which leaders show interest in others’ 

well‐being, assign projects individually, and pay attention to those who seem less 

involved in the group.  

Transactional leadership 

Transactional leadership involves exchanges or transactions whereby leaders discuss their 

role requirements with their followers and specify the rewards the latter will receive if they 

meet those requirements (Bass & Avolio, 1994). In transactional leadership, those in the 

position of power i.e., leaders, provide rewards and punishments as a part of leader-follower 

relations (Khan, 2020). Scholars identified two transactional leadership components 

(Northouse, 2001; Bass, 1999; Bass & Avolio, 1992; 1994):  

● Contingent reward: The degree to which leaders tell others what to do in order to be 

rewarded, emphasised what is expected from them and recognise their 

accomplishments. 

● Management-by-exception (active and passive): The extent to which leaders practice 

corrective criticism, negative feedback, and negative reinforcement. 

Laissez-faire leadership 

Laissez-faire leadership is often referred to as non-leadership because leaders do not take 

responsibility and avoid interactions with their followers. This means that leaders abdicate 

responsibilities and avoid making decisions (Breevaart & Zacher, 2019; Bass & Avolio, 1990). 
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Methods 

This is a quantitative study that adopts descriptive research design involving a total 

of 267 faculty academics in a public research university in Malaysia. Descriptive research 

design seeks to describe the state of the variable involved in the study. There are no 

presumed relationships and/or cause or effects and therefore, no independent or 

dependent variable (Jenkins et al., 2021). Mathews (2019) highlighted that within a single 

university, academics in faculties culturize different practices of leadership, known as the 

academic tribe. This means that dynamism and differences in leadership exist within 

faculties across a single university. Hence, investigating and understanding leadership across 

faculties in a university is crucial. The shortened Multifactor Leadership Questionnaire (MLQ) 

6S by Northouse (2001) was used to measure transformational, transactional and laissez-

faire leadership. The MLQ 6S was initially developed by Bass and Avolio (1992) and further 

simplified by Northouse (2001). The MLQ 6S is a free, self-assessment questionnaire using a 

5-point Likert-type scale instrument consisting of 21 questions. The data was analysed using 

descriptive statistical tools (IBM SPSS 23) to establish the frequency, percentage, mean and 

standard deviation. 

 

Results 

Table 1 illustrates the demographic profile of the respondents. A majority of 65.00% of the 

faculty academics are female and the remaining 35.00% are male. A massive 85.00% of them 

are working in the university as senior lecturers, while only 8.30% of them are associate 

professors. The remaining 5.60% and 0.70% of the academics are professors and lecturers, 

respectively. A vast percentage of 68.90 of them are working in the School of Medical 

Sciences, followed by 17.20% in the School of Health Sciences and 13.90% in the School of 

Dental Sciences. 

 

 

 



The Joint Conference of AHRD-ARACD 2021 

194 
 

Table 1. Demographic profile of the respondents 

Variable Freq. % 

Gender   
   Male 96 35.00 
   Female 171 65.00 

Designation   
   Professor 15 5.60 
   Associate Professor 22 8.30 
   Senior Lecturer 228 85.40 
   Lecturer 2 0.70 

Department   
   School of Medical Sciences 184 68.90 
   School of Health Sciences 46 17.20 
   School of Dental Sciences  37 13.90 

 

Table 2 provides the frequency distribution of the academics’ responses to the MLQ 6S 

questionnaire. 

 

Table 2. Academics’ perception of their leadership behaviour 

 
No. 

 
Items 

0 1 2 3 4 
Not at 

all 
 

Once 
in a 

while 

Some-
times 

Fairly 
often 

Frequently
, if not 
always 

1. I make others feel good to be 
around me  

Freq. 
% 

0 
0.00 

2 
0.70 

33 
12.40 

101 
37.80 

131 
49.10 

2. I express with a few simple words 
what we could and should do  

Freq. 
% 

0 
0.00 

9 
3.40 

39 
14.60 

139 
52.00 

80 
30.00 

3. I enable others to think about old 
problems in new ways  

Freq. 
% 

1 
0.40 

20 
7.50 

54 
20.20 

115 
43.10 

77 
28.80 

4. I help others develop themselves  Freq. 
% 

1 
0.40 

5 
1.80 

49 
18.40 

92 
34.50 

120 
44.90 

5. I tell others what to do if they 
want to be rewarded for their 
work  

Freq. 
% 

0 
0.00 

12 
4.50 

63 
23.60 

109 
40.80 

83 
31.10 

6. I am satisfied when others meet 
agreed‐upon standards  

Freq. 
% 

0 
0.00 

4 
1.50 

25 
9.40 

88 
33.00 

150 
56.10 

7. I am content to let others 
continue working in the same 
ways always  

Freq. 
% 

11 
4.20 

59 
22.10 

105 
39.30 

74 
27.70 

18 
6.70 
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8. Others have complete faith in me  Freq. 
% 

2 
0.70 

6 
2.20 

60 
22.50 

136 
50.90 

63 
23.60 

9. I provide appealing images about 
what we can do  

Freq. 
% 

2 
0.80 

15 
5.60 

60 
22.50 

136 
50.90 

54 
20.20 

10. I provide others with new ways of 
looking at puzzling things  

Freq. 
% 

2 
0.70 

16 
6.00 

53 
19.90 

121 
45.30 

75 
28.10 

11. I let others know how I think they 
are doing  

Freq. 
% 

2 
0.70 

22 
8.30 

79 
29.60 

101 
37.80 

63 
23.60 

12. I provide recognition/rewards 
when others reach their goals  

Freq. 
% 

3 
1.10 

12 
4.50 

55 
20.60 

89 
33.30 

108 
40.50 

13. As long as things are working, I do 
not try to change anything  

Freq. 
% 

5 
1.90 

36 
13.50 

85 
31.80 

101 
37.80 

40 
15.00 

14. Whatever others want to do is OK 
with me  

Freq. 
% 

14 
5.10 

56 
21.0 

104 
39.00 

72 
27.00 

21 
7.90 

15. Others are proud to be associated 
with me  

Freq. 
% 

1 
0.40 

14 
5.20 

81 
30.30 

118 
44.20 

53 
19.90 

16. I help others find meaning in their 
work  

Freq. 
% 

0 
0.00 

13 
4.90 

46 
17.20 

116 
43.40 

92 
34.50 

17. I get others to rethink ideas that 
they had never questioned before  

Freq. 
% 

0 
0.00 

20 
7.50 

57 
21.30 

118 
44.20 

72 
27.00 

18. I give personal attention to others 
who seem rejected  

Freq. 
% 

3 
1.10 

10 
3.70 

77 
28.80 

101 
37.80 

76 
28.60 

19. I call attention to what others can 
get for what they accomplish  

Freq. 
% 

0 
0.00 

19 
7.10 

59 
22.10 

131 
49.10 

58 
21.70 

20. I tell others the standards they 
have to know to carry out their 
work  

Freq. 
% 

3 
1.20 

7 
2.60 

38 
14.20 

113 
42.30 

106 
39.70 

21. I ask no more of others than what 
is absolutely essential  

Freq. 
% 

0 
0.00 

32 
12.00 

77 
28.80 

114 
42.70 

44 
16.50 

 

Table 3 shows the academics’ levels of leadership dimensions. Generally, academics exhibit 

high levels of idealised influence (M=9.07, S.D=1.84), inspirational motivation (M=9.00, 

S.D=1.93), intellectual stimulation (M=8.77; S.D=2.32), individual consideration (M=8.86, 

S.D=2.09), contingent reward (M=8.91, S.D=2.14), and management-by-exception (M=9.11, 

S.D=1.79). However, most academics exhibit only a moderate level of laissez-faire (M=6.86, 

S.D=2.01). 
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Table 3. Academic’s levels of leadership dimensions 

Variable Freq. % Mean Standard 
Deviation 

Idealised influence   9.07 1.84 
   Low 3 1.10   
   Moderate 87 32.60   
   High 177 66.30   

Inspirational motivation   9.00 1.93 
   Low 5 1.90   
   Moderate 87 32.60   
   High 175 65.50   

Intellectual stimulation   8.77 2.32 
   Low 15 5.60   
   Moderate 89 33.40   
   High 163 61.00   

Individual consideration   8.86 2.09 
   Low 7 2.60   
   Moderate 107 40.10   
   High 153 57.30   

Contingent reward   8.91 2.14 
   Low 6 2.20   
   Moderate 94 35.20   
   High 167 62.60   

Management-by-exception   9.11 1.79 
   Low 2 0.70   
   Moderate 88 33.00   
   High 177 66.30   

Laissez-faire leadership   6.86 2.01 
   Low 29 10.90   
   Moderate 172 64.40   
   High 66 24.70   

 

In line with the results presented in Table 3, a majority of academics exhibit high level 

(55.50%) of transformational leadership, followed by moderate level (41.90%) and low level 

(2.60%) with the mean and standard deviation values of 8.93 and 1.80, respectively. With 

regards to transactional leadership, most of the academics exhibit high level (59.60%) of 

transactional leadership, followed by moderate level (39.00%) and low level (1.40%) with 

the mean and standard deviation values of 9.01 and 1.73, respectively. Finally, a massive 
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64.40% of the academics exhibit moderate level of laissez-faire leadership, followed by high 

level (24.70%) and low level (10.90%) with the mean and standard deviation values of 6.85 

and 2.00, respectively.  

Table 4. Academics’ levels of leadership styles 

Variable Freq. % Mean Standard 
Deviation 

Transformational leadership   8.93 1.80 
   Low 7 2.60   
   Moderate 112 41.90   
   High 148 55.50   

Transactional leadership   9.01 1.73 
   Low 4 1.40   
   Moderate 104 39.00   
   High 159 59.60   

Laissez-faire leadership   6.85 2.00 
   Low 29 10.90   
   Moderate 172 64.40   
   High 66 24.70   

 

Tentative Conclusion 

As depicted by scholars, academics require leadership that is based on consideration, 

intellectual stimulation, collegiality, trust, motivation and mutual respect which is closely 

related to transformational leadership. However, based on the empirical findings presented 

in the previous section, this paper concludes that although most academics exhibit both 

transformational and transactional leadership behaviours, the latter is practiced slightly 

more frequently than the former due to the slight difference in the mean values. This study 

further proves that the attempt to reach the desired leadership paradigm is yet to be fully 

achieved. Hence, a more robust action plan has to be strategized to further disseminate and 

nurture transformational leadership behaviours among academics such as a series of 

leadership training and development programmes. This research will be continued further 

to expand the scope and generalisability of the current findings. 
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Abstract 

 

This study aims to explore internal and external factors of employee 

accountability by investigating the moderating effect of psychological 

entitlement on the relationship of abusive supervision with employee 

accountability mediated by LMX. The study used an online self-report survey 

distributed to 287 employees in a company engaged in the construction and 

improvement of network infrastructure in Indonesia and analysed using 

moderated mediation analysis Hayes model 14. The results of the study through 

the perspective of conservation of resources (COR) theory shows that abusive 

supervision negatively affects employee accountability indirectly through LMX 

moderated by psychological entitlement. Rather than the leader role, quality of 

LMX plays a more important role in establishing employee accountability. Our 

findings show that organizations should improve employee accountability by 

implementing a formal accountability system that can reduce the negative 

impact of abusive supervision on LMX.  

 

Keywords: Abusive Supervision, Accountability, COR, LMX, Psychological Entitlement 

 

Introduction 

The World Health Organization (WHO) has declared the COVID-19 outbreak a global 

pandemic since March 11, 2020 (who. int).  The pandemic poses a threat to both mental and 

physical health, and individuals across the globe have sought out proactive responses in an 

attempt to minimize the potential damage (Chater, 2020). This crisis prompted many 

companies to implement work from home or teleworking policies to ensure employee safety 

while contributing to economic activity (Belzunegui-Eraso & Erro-Garcés, 2020). At first, 

telework seemingly looked beneficial due to the reduction in time spent on commuting to 

work, reduction in costs, and an increase of a more flexible working time (Cramer & Zaveri, 

2020), but many organizations failing to address the challenges and implications inherent to 
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this type of intervention (de Vries et al., 2019). To date, little research has investigated how 

managers address these challenges regarding how to manage employees using these 

arrangements (Groen et al., 2018). One of the challenges in managing teleworkers lies in the 

reduced feasibility of monitoring employee behavior (Allen et al., 2015; Bloom et al., 2015, 

Groen et al., 2018). One study showed that by implementing teleworking in the workplace, 

18% of supervisors stated difficulty keeping their subordinates accountable (Carucci, 2020). 

It is due to reduced direct personal contact, reduced supervision of employees, and 

decreased employee accountability (Peters et al., 2010).  

Felt accountability which is often referred to as accountability is defined as the 

perception of the perceived expectation that a person's decisions or actions are evaluated 

by a salient audience and that rewards or sanctions are believed to depend on the expected 

evaluation (Hall & Ferris, 2011). Accountability is widely associated with positive outcomes 

from employees, including citizenship behavior (Brees et al., 2020, Hall et al., 2003, Wikhamn 

&  Hall, 2014), job performance (Hochwarter et al., 2007, Mero et al., 2014), job satisfaction 

(Breaux et al., 2008), and innovative thinking (Orakcı et al., 2020). Keeping employees 

accountable is an effective way to control employee behavior and performance outcomes 

(Mero et al., 2014). It shows the importance of the role of accountability in organizations. 

However, it is known that various studies on accountability are still in their early stages in 

the domain of scientific research and the antecedents to accountability remain largely 

unknown (Hall et al., 2015).  

Accountability factors can be divided into external and internal. External factors refer 

to the expectations created by some predetermined external mechanism (Orakcı et al., 

2020). Studied external factors include perceived organizational support and organizational 

structure (Dewi & Riantoputra, 2019) and ethical leadership (Steinbauer et al., 2014). 

Internal factors refer to self-regulation in accordance with professional standards and ethical 

rules (Orakcı et al., 2020) or a code of conduct within the individual (Rosenblatt, 2017). Some 

of the internal factors of accountability are personality (Tetlock, 1992), positive and negative 

affect (Dewi & Riantoputra, 2019), attribution style (Brees et al., 2020), and entitlement 
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(Mackey et al., 2018). Although studies by looking at internal and external factors have been 

carried out, further research on employee accountability can be developed by looking at 

individual factors (e.g., personality), dyadic relationships, and group-level variables to be 

tested simultaneously in the same research study (Hall et al., 2015).  

According to accountability literature, accountability requires a salient audience (Hall 

et al., 2015). The audience consists of individuals with higher hierarchical status, such as 

business owners, managers, or the board of directors (Mero et al., 2014). Employees may 

have a greater level of accountability when working for supervisors with a supervisory style 

that is more constructive, clarifying, and improving the relationship between individuals and 

employee performance (Mero et al., 2014) than when working for a supervisor who violates 

interactional justice between supervisors and subordinates (Breaux et al., 2008). That's 

highlight the importance of leadership to keep employee accountable during the period of 

uncertainty, but little is known about the role of supervisors on employee accountability 

(Breaux et al., 2008, Septiandari et al., 2021). A study by Wikhamn and  Hall  (2014)  

suggested that further studies on accountability should investigate the effect of leader social 

support on employee accountability. Similarly, Dewi and Riantoputra (2019) also suggested 

further research on accountability to investigate the effect of leadership factors on 

accountability. Thus, this study will focus on leadership as an external factor toward 

employee accountability. 

The relationship between employee accountability and the role of a leader can be 

explained from the perspective of conservation of resource theory (COR). COR theory 

suggests that individuals have only limited personal resources to devote to tasks, they 

attempt to allocate them in order to avoid resource loss which may be instrumental (such 

as pecuniary loss) or emotional (such as burnout; Hobfoll, 2001). According to this theory, 

leaders play an important role in the workplace due to their capacity to influence the 

environment by providing employees with the necessary resources to overcome their job 

demands or mitigating potential resource loss (Bakker & Demerouti, 2017). A recent study 

found that the COVID-19 pandemic poses a threat to the job safety of employees and 
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supervisors (e.g., Emmett et al., 2020, Filimonau et al., 2020; Jung et al., 2021). Leaders must 

take responsibility for their organizations by building trust, collaborating, with empathy and 

full transparency, and sharing appropriate leadership steps to increase their ability to survive 

during times of crisis (Emmett et al., 2020, Kezar et al., 2018). However, due to the anxiety 

and stress triggered by the pandemic, supervisors tend to mistreat their employees (Shin et 

al., 2021). This study argues that supervisors may behave rudely, excluding physical contact 

due to the implementation of telework, to their employees during the pandemic. Hence, this 

study will discuss destructive leadership namely abusive supervision. 

Abusive supervision, which refers to a subordinate's perception of the supervisor's 

behavior in showing unfriendly verbal and nonverbal behavior, excluding physical contacts 

(Tepper, 2000) such as deception, sarcasm, rudeness, and public ridicule (Caesens et al. 

2019; Decoster et al. 2014; Tepper 2000). In a previous study, abusive supervision was found 

can threaten to lose existing or potential resources assessed by subordinates regarding job 

security and career opportunities (Whitman et al., 2014). Additionally, abusive supervision 

is positively related to turnover, withdrawal, work-family conflict, and psychological distress 

(Tepper, 2000) and negatively related to individual performance (Lee et al., 2019), job 

satisfaction, and organizational commitment (Tepper, 2000), and organizational citizenship 

behavior (Simon et al. 2015). It shows that most of the studies on abusive supervision focus 

on the detrimental effect of this behavior. Contradicting with the previous study, a recent 

study in Indonesia found that affective trust plays an important role in reducing the impacts 

of abusive supervision (Samian et al., 2021). In high power distance culture, subordinates 

tend to give high trust and respect to their leaders (Riantoputra & Gatari, 2017) an 

organizational leader is perceived as the leader of a family (Purba et al. 2016). It shows there 

is a possibility that abusive supervision may not affect employees’ resources to be 

accountable for their job demands. 

Besides the role of leadership, the relationship between supervisors and 

subordinates is vital in the midst of a crisis (Fernandez & Shaw, 2020). Breevaart et al. (2015) 

found that a positive leader-member exchange (LMX) relationship was positively related to 
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job resources. Subordinates with high LMX relationship quality tend to believe that their 

supervisors are an essential source of social support in the workplace (Halbesleben, 2006). 

Therefore, subordinates feel deprived of resources when subjected to abusive treatment by 

supervisors (Xu et al., 2015) and spend more resources to understand their supervisors 

(Greenbaum et al., 2014). Subordinators may lack the resources to be accountable for their 

work. It shows that the supervisor's role as an external factor is essential in generating 

employee accountability in the individual. However, internal factors are more important 

because they shape the attitudes and behavior of individuals (Hall et al., 2015).  

With an increasing number of young employees entering the workforce (Wibawa et al., 

2021), especially for generation Y employees in Indonesia, organizations need to adapt to 

the unique characteristics of younger employees. Although each individual is different, the 

data consistently displays a high level of psychological entitlement among generation Y 

employees (Laird et al., 2015). Psychological entitlement refers to the feeling that someone 

deserves special treatment compared to others (Campbell et al., 2004). Previous studies 

have found psychological entitlement as one of the employee personality factors that can 

influence employee perceptions of supervisor behavior (Harvey & Dasborough, 2015; 

Mackey et al., 2018). However, these factors are given little problem solving (Harvey & 

Dasborough, 2015) and neglected in the workplace (Qin et al., 2019). 

Brouer et al. (2011) argue that employees with entitlements are more easily stressed 

and depressed because their self-reflection resource is only a facade. Employees with high 

entitlement levels have increased self-confidence and optimism but with knowledge, skills, 

and abilities that may not exist to underlie these resources (Laird et al., 2015). Based on the 

COR perspective, this is due to increased self-perception, which causes errors in managing 

their resources (Brouer et al., 2011) so that employees may run out of resources to complete 

their work (Laird et al., 2015) due to increased stress and unmet expectations (Brouer et al., 

2011). It is supported by a study that found that young employees perceive job demands as 

stressful rather than as a challenge (Wibawa et al., 2021).We assume that psychological 

entitlement can influence individuals' perceptions of supervisor-subordinate relationships, 
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thereby moderating the relationship between leader-member exchange and employee 

accountability. 

The primary purpose of this research is to explore employee accountability factors, 

especially during the COVID-19 pandemic. This research focuses on the role of supervisors 

(e.g., abusive supervision) and supervisor-subordinate relationships (e.g., LMX) as factors 

that influence employee accountability. It is also crucial to consider individual differences 

(e.g., psychological entitlement), where individual differences can fundamentally change the 

way employees perceive, process, and interact in the workplace (Mackey et al., 2018). 

Therefore, further research is needed to see the relationship between abusive supervision, 

LMX, and employee accountability and the moderating role of psychological entitlement. 

 

Literature Review 

Conservation of Resources Theory 

Hobfoll (1989) states that reactions to stressors are caused by an imbalance in the 

perception of the required resources compared to an apparent and objective lack of 

resources. Stress occurs when individuals believe that there is a disproportionate ratio 

between effort and depletion of available resources (Hall et al., 2005). COR focuses on 

protecting resources, obtaining resources, and preserving resources (Hobfoll 1989, 2001). 

When not threatened by stressors, individuals are motivated to acquire, retain, and invest 

resources to meet the demands of their work and accumulate excess resources for potential 

future stressors (Hobfoll, 2001). However, when faced with chronic stressors, individuals 

seek to conserve remaining resources and protect themselves from possible future resource 

loss and depletion (Hobfoll, 2001). 

The Role of Abusive Supervision on Employee Accountability 

Abusive supervision is a stressor in the workplace which is a threat of losing existing or 

potential resources assessed by subordinates in terms of job security and career 

opportunities (Whitman et al., 2014). Abused subordinates rarely report or retaliate against 

their higher-status supervisors because subordinates depend on their supervisors for 
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desired resources such as continuous work opportunities and promotion opportunities (Xu 

et al., 2015). Individuals with high levels of accountability require more energy and use more 

interpersonal resources than individuals with low levels of accountability (Hall et al., 2006). 

Because of the uncertainty caused by abusive supervision, abused subordinates have to 

spend more time and energy struggling and survive than their peers who are not abused 

(Whitman et al., 2014). Subordinates may feel a loss of resources when they are the target 

of abusive behavior by supervisors because it is beyond normal expectations and connotes 

the loss of actual or potential resources that are important and meaningful to individuals (Xu 

et al., 2015). It impacts the level of accountability of individuals who require energy from 

interpersonal resources in their relationship with supervisors. 

H1: Abusive supervision has a negative relationship with employee accountability 

 

LMX as Mediator 

In addition to supervisor behavior, the quality of the leader-member exchange (LMX) 

relationship also has an important influence on subordinates' reactions to supervisor 

behavior (Graen & Uhl-Bien, 1995). Based on the COR theory, individuals with more 

resources are considered can manage and cope with various kinds of stressors. Employees 

with high LMX quality believe that their supervisors recognize their potential, understand 

their problems and needs, and are willing to provide resources when needed (Graen & Uhl-

Bien, 1995). The COR theory posits that people with sufficient resources are less vulnerable 

to stressors (Chang et al., 2021). Subordinates with high LMX relationship quality tend to 

believe that their supervisors are an essential source of social support in the workplace 

(Halbesleben, 2006). Subordinates treated harshly may have low LMX quality, so 

subordinates may find it challenging to get the resources needed.  

To preserve the remaining resources and protect themselves from potential loss and 

depletion, individuals seek to distance themselves from stress by investing several resources 

through engaging in passive and defensive behavior (Xu et al., 2015). The researcher argues, 
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when subordinates get harsh treatment from supervisors, it encourages employees to stay 

away from sources of stressors, causing the quality of the relationship between supervisors 

and subordinates to decrease. The low quality of LMX relationships causes subordinates to 

lose significant resources from supervisors to maintain the necessary resources at work. On 

the contrary, when subordinates get support from supervisors, it is a resource needed by 

subordinates in completing a job. 

 

H2: Abusive supervision is negatively related to LMX 

H3: LMX is positively related to employee accountability 

H4: LMX mediates the relationship between abusive supervision and employee 

accountability 

 

Psychological Entitlement and Employee Accountability 

Previous studies have found psychological entitlement as one of the employee 

personality factors influencing employee perceptions of supervisor behavior (Harvey & 

Dasborough, 2015). Tepper (2000) found that employees with low entitlement levels would 

accurately perceive negative feedback as constructive criticism, whereas employees with 

high entitlements would perceive the same supervisor's behavior as disrespectful intentions. 

Individuals with high entitlements tend to be very sensitive to their LMX status compared to 

others and feel they deserve high LMX because employees with high entitlements expect 

rewards and benefits without understanding the obligation to reciprocate (Lee et al., 2019). 

Based on the COR perspective, when individuals with high entitlements face the threat of 

losing resources in LMX relationships, individuals may be more easily stressed because they 

do not get the resources that they think they deserve. They assume it affects the level of 

employee accountability. 

H5: Psychological entitlement moderates the positive relationship between LMX and 

employee accountability, the relationship between LMX and employee 

accountability is stronger when the psychological entitlement level is low. 
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Methods 

Participants and Procedure 

The population in this study are employees of state-owned subsidiaries engaged in 

the construction and repair of network infrastructure. In response to the prevention and 

control of COVID-19, the Company has implemented a flexible working arrangement policy 

that employees work hybrid, by working from home and work from the office. To maintain 

employee accountability during the flexible working arrangement policy implementation, 

the company implements an external accountability system, which refers to external 

expectations created by several established external mechanisms (Oracki et al., 2020). This 

company implements an accountability system by providing each employee with a distinct 

job manual as a reference for employees to carry out the basic functions of their position 

with periodic re-evaluation by the unit leader. The remuneration is still given following the 

performance evaluation with a 360-degree system following the provisions contained in the 

company regulations. The Company also provides facilities and benefits to employees 

exposed to the COVID-19 virus as support from the organization. 

The researcher uses a convenience sampling research sampling technique to collect 

information from participants with a homogeneous population easily accessible by 

researchers (Etikan et al., 2016). The research subjects have the characteristics of working 

in a hybrid manner and have experience working with their supervisors for one year or more. 

This study uses a quantitative approach using a cross-sectional research design because it is 

relatively inexpensive, very efficient, and can adequately answer many questions (Spector, 

2019). The data collection technique used the self-report survey method by distributing 

questionnaires through the SurveyMonkey platform on the research sample. In collecting 

data, the HR department assisted in providing a questionnaire link to respondents who meet 

the characteristics of the research sample. 

Measuring Instrument 

All variables were measured using a 6-point Likert scale, from 1 for "Strongly 

Disagree" to 6 "Strongly Agree," except for abusive supervision, using a 6-point Likert scale, 
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from 1 for "Almost Never" to 6 "Almost Always." The measuring instrument in this study has 

been adapted into Indonesian and passed the expert judgment stage. 

The Felt Accountability Scale uses an 8-item unidimensional scale developed by 

Hochwarter (2003). Scale reliability (α = .73). Examples of items are "I feel the need to take 

responsibility for my actions at work" and "My team's success depends on my successes and 

failures." 

The Abusive supervision scale uses five unidimensional items (Mitchell & Ambrose, 

2007, Tepper, 2000). Scale reliability (α = .86). Examples of items are "my direct supervisor 

mocks/insulted me" and "my direct supervisor says that I am incompetent." 

LMX-7 was developed by Bernerth et al. (2007), adapted from Scandura & Graen's 

(1984) unidimensional scale. Reliability (α = .79). Examples of items are "I am aware of the 

position between my boss and me" and "I have an effective working relationship with my 

boss." 

Psychological entitlement Scale using eight unidimensional items developed by 

Campbell et al. (2004). Reliability (α = .80). Examples of items are "I deserve more in my life" 

and "Things around me have to be according to my will." 

This study uses demographic variables, namely age, and gender, as control variables 

based on previous studies on accountability (Brees et al., 2020, Dewi & Rianto, 2019). The 

researcher also uses the control variable for the working period with superiors because the 

length of the relationship can affect perceptions of abusive supervision (Tepper, 2008). 

Data Analysis 

The data analysis technique used is moderated mediation analysis using PROCESS in 

SPSS. Researchers used the Hayes PROCESS Model 14 (Moderator Mediation Analysis). 

Moderated Mediation Analysis is used to examine the indirect relationship between the two 

variables, namely abusive supervision and accountability. The association is mediated by the 

leader-member exchange (LMX) variable with different levels of psychological entitlement 

in employees. 
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Abstract 

 

There are 711,015 foreign workers and 568,762 foreign immigrants now in 

Taiwan, account for 5.5% of population. In order to build a harmonious and 

integrated society, the civil servants need cross-cultural competence to 

develop cross-cultural awareness to perform cross-cultural communication 

skills well to deal with the diversity challenge of immigrants and foreign 

workers. The main purpose of this paper is to demonstrate an effective and 

logical cross-cultural training program to cultivate the cross-cultural 

competence of the civil servants. 

 

Keywords: Cross-cultural competence, cross-cultural training program, Hofstede 6D model, 

ADDIE model, The New World Kirkpatrick evaluation model 

 

Introduction 

Cross-cultural represents a diverse demographic change. But the meaning of 

cross- cultural does not only cover countries or regions, but also includes industries, 

religions, different institutions, age, gender, and family factors, etc. However, the well-

known organizational behavior scholar Stephen P. Robbins called the above-mentioned 

differences as surface-level diversity, and also called the personality, values, thoughts and 

feelings as deep- level diversity. Due to different diversity, humans are almost innated 

with the "stranger anxiety" when dealing with strangers. With the advent of globalization 

and digitization, the human world is gradually flattening, therefore, whether people own 

cross-cultural competence will become one of the most powerful sources for continuous 

social integration and progress all over the world. Taiwan began to import foreign workers 

to manufacture industry in 1989, and then imported for aging and welfare industry in 

1992. There are 711,015 foreign workers in Taiwan now and the main exported countries 

are Vietnam, Indonesia, and Philippine. Besides, there are 568,762 foreign immigrants 
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who come from Mainland China, Vietnam, Indonesia and Thailand, etc. Eventually the 

cross-cultural competence and cross-cultural training become two critical issues to 

Taiwan, especially the civil servants who play the role of policy performer. The purpose 

of this practice-based paper is to demonstrate an effective and logical cross-cultural 

training program on the basis of literature review, and to cultivate the cross-cultural 

competence of the civil servants. 

Literature Review 

Edgar H. Schein (1992) had created Three-levels of culture: Artifacts-Espoused 

Values-Basic Underlying Assumption. The Artifacts are visible organization structure and 

process. The Espoused value is about strategy and philosophy. The Basic Underlying 

Assumption is unconscious, and becomes the ultimate resource of value and action. In 

fact, the deep -level of diversity of Stephen P. Robbins is related to the basic underlying 

assumption, and sometimes results in discrimination and prejudice. Hofstede established 

six dimensions to distinguish the difference of nations. The definitions of six dimension 

are as below. 

1. Power Distance indexes (PDI)- This dimension expresses the degree to which the 

less powerful members of a society accept and expect that power is distributed 

unequally. 

2. Individualism vs. Collectivism (IDV)-High individualism means people are expected 

to take care of only themselves and their immediate families. 

3. Masculinity vs. Femininity (MAS)-High masculinity means people prefer to 

achievement, heroism, assertiveness, and material rewards for success. 

4. Uncertainty Avoidance Index (UAI)- Low UAI maintain a more relaxed attitude in 

which practice counts more than principles in society. 

5. Long Term Orientation vs. Short Term Normative Orientation-High long term 

orientation take a more pragmatic approach to prepare for the future. 

6. Indulgence vs. Restraints (IVR)-High indulgence allow people to enjoy life and have 

fun. 
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Because Indonesia, Taiwan, Thailand and Vietnam are Asian countries, so some 

dimensions are similar, such as low individualism (prefer to be collective) and middle 

masculinity. But there are some differences as shown in Figure 1. Indonesia seems to have 

higher power distance (stand for equality), Taiwan is higher uncertainty avoidance (need 

exact information) and higher long-term orientation (prepare for the future) than 

Indonesia, Thailand and Vietnam. In order to build good relationship with foreign 

immigrants and workers to maintain the harmony and integration of Taiwan society, 

people need high cross-cultural competence to have good communication. It meant the 

people need cross-cultural competence training. Especially those who contacts and 

provide service to targets include government units, public labor associations and other 

personnel or educational institutions, legal persons, etc. 

 

 

 

Figure 1. The 6D Model Hofstede Insights, National Culture 

Souce: Hofstede Insights, National Culture, from https://hi.hofstede-insights.com/national-culture 

 

Stone (1991) and Mendenhall, Dunbar & Oddou (1987) pointed out that cross-

cultural competence connotation includes language ability and interpersonal relationship 

skills. Among them, cultural adaptability and interpersonal communication skills can best 
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be trained beforehand to reduce cultural shock. The purpose of cross-cultural training 

(CCT), for short, is to cultivate the cross-cultural competence to reduce cultural shock, 

and the effectiveness of cross-cultural training is mainly reflected in the ability of cross-

cultural communication. The so-called cross-cultural communication refers to the ability 

to recognize the values and traditions of people of different cultures in the process of 

communication, so as to correctly understand the language and sub-language (tone and 

tone, etc.) of the other party, and avoid violating the other party's taboos or making the 

other party misunderstood. Kim (1988) further defined cross-cultural communication as 

a comprehensive ability, that is, when the target of communication is people from 

different cultural backgrounds, the individual can adjust and control the communication 

process at any time, and finally successfully communicate with each other. Al Sadat & 

Khatami (2015) defined the important components of cross-cultural communication 

including cross-cultural sensitivity (emotional process), cross-cultural awareness 

(cognition) and cross-cultural operation (behavior). 

Landis & Brislin (1983) mention six cross-cultural training methods, such as 

information or fact orientated training, attribution training, cultural awareness training, 

cognitive-behavior modification, experiential learning and interaction training. Littrell, et 

al (2006) believed that cross-cultural training is the development of behavior patterns and 

communication skills for successfully interacting with people of different cultural 

backgrounds through cognitive, emotional and behavioral learning, so as to reduce 

cultural shock and promote cultural adaptation. The following suggestions are made for 

the connotation of predeparture cross-cultural training: 

1. Cultural awareness programs-the correct understanding of the culture of the 

landlord country, so that the behavior can be followed. 

2. Language training (Language training)-including general English, the language of 

the landlord country and the general language of the institution. 

3. Practical assistance-accommodation, food and beverage arrangements, 

briefings on personal safety, etc. 
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4. Training for the training role-it is better to use local nationality or have similar 

experience as lecturers. 

Tung(1981) also proposed that the content of cross-cultural training can cover: 

1. Substantive information related to geography, history, economics, and political 

systems 

2. Training on cultural systems and values 

3. Cultural assimilation describes unexpected cross-cultural complexes 

(prejudices, stereotypes, etc.) 

4. Language training 

5. Use sensitivity training to increase attitude flexibility 

6. On-site visits, the lecturer will talk about the experience of living abroad 

and the interactive experience 

By the way, Goodman (2018) provoked there is a significant increase in diversity 

training emphasizing empathy, equity, and inclusion and country-specific strategic 

cultural briefing should be concerned. And Goodman (2021) also identified Asian cultural 

is approaching to be more hierarchical, group consensus, relationship-oriented, indirect 

communication, harmony and face-saving, fluid time than western culture. A best 

practice is to include a component of cultural training in a new-employee onboarding. 

In short, the main purpose of cross-cultural training is to cultivate the cross-

cultural competence to reduce cultural shock and enhance the ability of cross-cultural 

communication. And the important components of cross-cultural communication 

including effective cross- cultural sensitivity, cognitive cross-cultural awareness and 

behavioral cross-cultural conduct. 

 

Method 

This practice-based paper uses ADDIE instructional model and New World 

Kirkpatrick evaluation model to design the cross-cultural training program. The ADDIE 

model was created by the Center of Educational Technology at Florida State University 
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for the U.S. Army in 1975. When it first appeared in TD journal of ATD (Association of 

Talent Development, and so called ASTD before, American Society of Training and 

Development), the ADDIE model was liked a linear model. By 1984, the ADDIE model was 

displayed a more dynamic model with interrelated phases in figure 2. The meaning of 

these essential five elements of ADDIE model is: 

● Analysis element includes learners’ requirement, desired outcome of the 

organization, constraints of the project, the stakeholders’ need. 

● Design element includes learning objectives, an evaluation plan, outlines the 

sequence and structure of the course and program, logic and objective maps. 

● Development element includes contents is pilot test, prototype, participant and 

facilitator materials, nonprint media, programs are packaged. 

● Implementation element is to evaluate the program, review how the materials are 

used, state any modifications of the program or solution design, evaluate Level 1 

reaction level and Level 2 learning level. 

● Evaluation element is to measure the outcome of analysis, design and development. 

And also evaluate Level 3 behavior level and Level 4 the transfer of learning. 

Implementation evaluate L1 and L2. Those evaluations are internal. The external 

evaluation happens if an organization asks for the third party to evaluate the 

program or solution in figure 2. 
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Figure 2. The ADDIE process, ATD 

Source: Knowledge of Book (KoB). (2020). ATD 

 

By the way, the Kirkpatrick four-level evaluation is changed into the New World 

Kirkpatrick Evaluation Model contains in 2014. The new components of four levels are: 

● Level 1 Reaction: about the degree of learners’ engagement with the course, course 

content and the relevance of the work field, learners’ satisfaction with instructors, 

equipment and facilities. 

● Level 2 Learning: what the learners have obtained of knowledge, skills and attitude, 

confidence to apply what the learners have learned from the course, and 

commitment to apply what learners have learned. 

● Level 3 Behavior: from the perspective of on-the-job training, it is proposed that the 

organizational processes and systems are required drivers to affect the critical 

behavior of applying what has been learned, including mechanisms for 

reinforcement, reward, encouragement and monitor. 

● Level 4 Result: this level interacts with the leading indicators which is divided into 

internal and external leading indicators. The internal leading indicators are related 



The Joint Conference of AHRD-ARACD 2021 

222 
 

with individual, team, departmental, and/or organizational outcome. The external 

leading indicators are related with customer, client, market, and/or industry 

response. 

 

Findings and Discussion 

On the basis of ADDIE model and the New World Kirkpatrick evaluation model, 

some requirements to design cross-cultural training could be done. 

1. Analysis stage 

To collect data of mission, vision, core value, national culture and policy by secondary 

data analysis and interviewing high-level managers, and also the job description of 

target audience. This data helps to set up the knowledge, skill and attitude of cross- 

cultural competence framework. 

2. Design stage 

To establish the objectives with ABCD (audience, behavior, condition, degree) 

/STAR (situation, task, action, result)/ SMART (specific, measure, achieve, relevant, 

time- bound) principles on the basis of analysis results. Then to draw the training map 

and design the content. For example, when we use STAR principle to write the 

objectives of cross- cultural awareness training, the objective would be “Enable 

audience to review their actions and reactions at any time during the process of 

interacting with people of different cultures, and to be aware of the cultural context 

of each other, so that the communication between each other is smooth”. By the way, 

the program could be divided into basic, intermediate and advanced courses to cope 

with different level of participant and categories of objectives. 

3. Development stage 

To make sure and develop the needed training methods, training materials, 

evaluation methods and tools, and the qualification of instructors/facilitators. An 

example of cross-cultural awareness training as table 1. 
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Table 1. An example of cross-cultural awareness training 

Topics Cross-cultural awareness 

Competence required 
Knowledge of cross-cultural awareness 
Skill of cross-cultural communication 

 
 

Training objective 

Enable audience to review their actions and 
reactions at any time during the process of 
interacting with people of different cultures, and to 
be aware of the cultural context of each other, so 
that the communication between each 
other is smooth 

Teaching methods Case study, Role play, audiovisual technique 

Training materials Case, script of role play, projector 

Evaluation plan Case study report, role play 

Evaluation material Checklist 

The qualification of 
instructor 

At least two years of oversea living experiences with 

coaching experience 

 

4. Implementation stage 

In this stage, we can do a pilot study with potential audience to examine the program. 

Then to evaluate all participants whether own enough readiness or not. During the 

period of implementation, it is important to collect the data of formal and informal 

evaluation to facilitators to adjust the tempo or difficulties of program. This is a 

learner-centered training approach. 

 

5. Evaluation stage 

The purpose of this evidence-based evaluation stage is to collect data to evaluate the 

achievement of objectives. In cross-cultural training program, Level 1 reaction and 

Level 2 learning would be performed in the class, Level 3 behavior and Level 4 result 

would be executed after class. Level 3 is to assess the support and accountability 

system and processes of mechanism of job environment. It there is a reward and 

encourage system to reinforce the learning result of participants, the learning transfer 

would be predicted. Level 4 is about leading indicators, such as the degree of 

satisfaction of foreign immigrants or workers with the government. 
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The nature of this basic training shown in table 2. This is 12 hours of compulsory 

basic courses per year. Double Instructors should be arranged, for example, one is 

Taiwanese who know Vietnam, another is Vietnamese who know Taiwan. The content 

includes 2 hours of basic language training for every main exported and immigrant 

country (not counting Chinese. One course for one foreign country per year.) and 10 

hours of cultural awareness training for a single country. The course could be divided 

into three categories: Vietnam, Indonesia and the Philippines. The expected benefits 

are to increase the cross- cultural awareness and cross-cultural communication skills 

of those engaged in related positions and make international migrant workers and new 

residents feel respected. 
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Table 2. Basic cross-cultural training program design 

Training 
hours 

Qualification of 
Lecturer 

Content 
Teaching 
methods 

Level of 
Evaluation 

 
2 

Double 
Instructors with 

local Vietnamese, 
Indonesian, and 

Filipino 
nationalities, and 
with at least three 

years of cross- 
cultural 

experience in 
Vietnam, 

Indonesia, and 

 

Survival-level 
language 
training 

e-
learning 
or face 
to face 
training 

 

L1 
reaction 
L2 
learning 

 
 

2 

Cross-cultural 
awareness 
training 
1. Provide 
substantive 
information 
related to 
geography, 
history, 
economics, 
and political 
systems 

 
 

Blended 
learning, 

e-
learning, 
lecture 

and case 
study 

 

 
L1 
reaction 
L2 
learning 

 
2 

2. Implement 
cross- cultural 
awareness 
training of 
cultural systems 
and 
values, such as 
religion 

 
L1 
reaction 
L2 
learning 

 

2 

The Philippines 

3. Describe cross-
cultural 
complexes 
(prejudices, 
stereotypes, etc.) 

L1 reaction L2 
learning 

4 4. Experienced 
people will share 
the experience of 
interactive 
communication 
with migrant 
workers/new 
residents 

L1 reaction  

L2 learning  

L3 behavior  
  L4 result 
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Conclusion and Implications 

A systematic approach of training design is required to fulfill the competence gap 

of civil servants. The conclusions are as below. 

1. The purpose of cross-cultural training is to help the civil servant communicate 

successfully with foreign workers and immigrants. The cross-cultural communication 

skill is one of the components of cross-cultural competence. 

2. Cross-cultural competence is important to overcome the communication barriers and 

is powerful to make the countries become harmony and integrated. 

3. The ADDIE instructional model is the first training model to be published and is one of 

the most popular systematic training program design way. Use ADDIE model to design 

the cross-cultural training is accessible to earn the result. 

4. Training program design is connected with evaluation plan. There are four levels of 

evaluation should be done during and after the class. The New World Kirkpatrick 

evaluation model includes L1 reaction, L2 learning, L3 behavioral, L4 result. 

The purpose of this practice-based paper is to design a basic cross-cultural training 

program for civil servants in Taiwan. But this training design is also useful with: 

1. Hiring new residents and/or international migrant workers in charge of public 

institutions. 

2. Human intermediary/employment service personnel who intermediary international 

migrant workers. 

3. The human resource personnel in private sector work with imported foreign workers. 
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Abstract 

 

Continuous departure of public service managers impacted knowledge loss. 

This study examined predictors of Knowledge Sharing Behaviour (KSB) among 

130 public service managers. Multistage random sampling technique was 

employed, and findings indicated that attitude significantly predicted KSB. This 

signified the importance of learning organization within public service sector.  

 

Keywords: Knowledge sharing behaviour, Attitude, Perceived Behavioural Control, 

Subjective Norm, Theory of Planned Behaviour 
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Abstract  

 

The research aim is to examine the relationship and influence of the 

simulation training programs design factors on pilot competency in the Flight 

Simulators Center (FSC)-Khartoum-Sudan. The researcher conducted a 

quantitative research and surveyed 97 Sudan Air Force pilots of Mi-35 

helicopter and K8s light jet using a questionnaire. Data analysis involved both 

descriptive and inferential statistical techniques using SPSS software. The 

finding showed that the overall level of pilot’s perception is a good level of 

simulation training design while the overall level of pilots’ competency is high. 

Moreover, the relationship between overall training design and pilot’s 

competency shown a positive significant correlation at the strength of very 

high correlation corroborated with the findings of 83.0% of the variability in 

pilot competency is explained by the training design factors teaching 

methods, simulation technology and training syllabus with Standardized 

Coefficients Beta (β) of 0.518, 0.339 and 0.164 respectively. 

 

Keywords: training design, competency, simulation training, pilot 

 

Introduction 

Simulation technology as a training environments has been immersively 

incorporated into numerous fields include aeronautics and space, military, medicine, 

engineering, and marketing (Fussell, 2020), extensively when there are inherent risks of 

catastrophic error, and the cost of training in the real world is too high and/or too dangerous 

(Cheng et al., 2007). 

Flight Simulators Center (FSC)-Khartoum-Sudan, was established in 2008 to provide 

Sudan Air Forces with the capability to increase the proficiency and efficiency of pilots. FSC, 

with its various flight simulators and interactive classes, aiming to enable pilots to achieve 

the highest level of proficiency and operational readiness with minimum real flight training 
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hours. The flight simulators in FSC designed for type rating (conversion course) training. The 

conversion course design includes three phases: theoretical studies, flight simulation 

training and flight training conducted on aircraft. FSC conducts phase one and two 

(theoretical knowledge course and flight simulation training) of the conversion (type) course. 

The knowledge and skills that student pilot earned in FSC will determine his performance in 

flight training, how many flying sessions required for the student pilot in the aircraft and his 

ability to demonstrate the proficiency level required for the safe operation of the applicable 

type of aircraft to pass the skill test to become a pilot in command. The conversion courses 

design in FSC increased the flight simulation training hours for each pilot over the normal 

hours to the range of 20 to 30 training hours aiming to achieve high competency graduated 

pilots who require few flight training hours on aircraft. Although, the flight simulation hours 

are increased for the student pilots in FSC, the training records shown that the graduated 

pilots from FSC have a below standard level of flying competences. Those graduated pilots 

from FSC require more real flying hours over the standard on aircraft in order to pass the 

proficiency test to be certified to fly the aircraft/helicopter. Thus, the low level of training 

quality in FSC lead to low flying skills for the graduated pilots and forced the airbases to 

increase the aircraft/helicopter real flying training hours as well as improve on the 

simulation training program design for pilots in FSC. 

Therefore, the aim of this paper is to study the influence of the simulation training 

programs design factors on pilot competency in FSC. Specifically, the objective of this paper 

are to: identify the pilots’ perception regarding simulation training programs, determine the 

flying competency level of the graduated pilots from the simulation training programs,  

analyse the relationship between the design of the simulation training programs and pilot 

flying competences and examine the influence of simulation training programs design on 

pilot flying competences. 
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Literature Review 

Flight Simulation Training 

The use of flight simulators has become an increasingly common aspect of pilot 

training, because trainees can accumulate flight experience without causing the risk of 

personal injury and aircraft loss (Grundy et al., 2016). The cost, complexity and operating 

environment of the aircrafts encourages the use of flight simulators (EASA, 2018). 

Consequentially, in military the benefits of flight simulation training are extended to what 

Fletcher (2009) called “extremely complex tasks”. Air force pilots must interpret and 

prioritize a large number of multimodal stimuli from the same multiple sources, execute a 

comprehensive plan of action, while performing difficult and interdependent manual control 

actions, navigate and command aircraft, adjust the transportation and launch of weapons, 

and avoid deadly attacks anytime and anywhere in three-dimensional space. Training air 

force pilots to perform these tasks has relied heavily on simulation.  

One of the most important factors in the pilot’s training is the specifications and 

simulation technologies of the flight simulators and wither it can provide high-quality and 

quantity of training for pilots and provide more training and testing capabilities for the 

instructors. Low specifications and old simulation technologies resulting poor training 

quality, quantity and lack of flying skills of the students pilot (Bilal Kilic, 2019). The efficiency 

of the flight simulator to provide high-quality of training and testing depends on the level of 

similarity or fidelity between the simulated and the real tasks (Koglbauer, 2015). Therefore, 

relevant regulations issued by the international aviation authorities (FAA, EASA, ICAO, etc.) 

to classify flight simulators and the requirements for the flight crew operations, training and 

verification of training equipment have been set and defined (Nowakowski & Makarewicz, 

2018) and the extent to which flight simulator reproduces the target aircraft is strictly 

supervised and monitored by the relevant aviation authorities (Robinson et al., 2004).  

The international aviation regularity bodies defined three areas to be simulated by 

the flight simulator: aircraft simulation, environment simulation and cueing simulation, and 

also defined categories and qualification levels (FSTD qualification) for the aviation 
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simulators that define the technical ability of the flight simulator (Koblen & Kovácová, 2012) 

as the four flight simulators categories divided to sub-levels defined by EASA (2018).  

Pilot Competences 

Competency is usually conceptualized as measurable patterns of knowledge, skills, 

abilities, behaviors, and other characteristics that differentiate performance levels or grades 

(Ilahi et al., 2014). Aviation industry defined competency as follows: in ICAO Annex 1: 

Personnel Licensing as a combination of skills, knowledge and attitude required to perform 

a task to the prescribed standard (ICAO, 2018), while EASA defined competency as 

performing and observing the ability by mobilizing relevant knowledge, skills and attitudes 

to perform activities or tasks under specific conditions. Participants successfully 

demonstrated competence by meeting relevant competency standards (EASA, 2019). Many 

regulations and airworthiness directives are stated for the pilot competences, training 

processes and competences testing criterias which included knowledge of aviation industry, 

general intelligence, psychomotor skills, cognitive components, attitude and personality 

measures (Carlo Caponecchiaa, 2018). Federal Aviation Administration (FAA) stated that the 

goal of its Airman Certification Standards (ACS) is to ensure that the student pilot before 

graduation to be a pilot-in-command (PIC) is possesses the knowledge, ability to manage 

risks, and fulfil the required skills. FAA formed the safe operation of pilots is depends on 

their ability to integrate the aeronautical and aviation knowledge, risk management skills 

and flight proficiency standards.  

ICAO and IATA have agreed on a set of eight core competencies for flight crews, 

covering all stages of the pilot’s career, including selection, training from scratch, skill test 

evaluation, type rating, recurring training and evaluation (ICAO, 2020). The eight 

competences are: Application of Procedures, Communication, Aircraft Flight Path 

Management-automation, Aircraft Flight Path Management-manual control, Leadership and 

Teamwork, Problem Solving and Decision Making, Situation Awareness and Workload 

Management. 
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Air force pilots’ professional competences are part of their professional preparation 

to overcome combat missions’ goals, tasks and methodological methods which means 

professional knowledge, practice, and readiness for various combat missions (Nevzorov, 

2017), that because after basic pilot training, the candidate has been continuously exposed 

to the entire mission process and must deal with air-to-ground and air-to-air combat 

elements of the flight therefore for wingman combat pilot National Aerospace Laboratory 

(NLR) identified five professional competencies: ‘Mission planning’, ‘Flying’, ‘Information 

handling’, ‘Weapon systems handling’ and ‘Debriefing’ (Van der Pal et al., 2009). 

Training Design 

Training design is a process of creating a blueprint for the development of 

instruction. Whether the training is to be conducted in a classroom or non-classroom, 

computer or non- computer based training methods the design process set the stage for the 

development of a program that produces results. The design phase of a training program 

includes learning objectives, develop lesson plan, acquire learning materials, select trainer, 

select training methods, learning instruction and training schedule (DeSimone, 2012). In 

designing a training program, the program designer will consider some factors to ensure an 

impactful training to the participants. Among the factors are the participant current 

knowledge and skills, technology availability, time frame and resources availability.  

Simulation Training and Pilots’ Competences  

The literature review shows that the combination of capabilities and evidence with 

support of scenario-based training forms the basis of the next generation of pilot training 

systems. Integration requires a connection between the development of simulated scenario 

events and performance measurement driven by training goals. Figure tries to capture the 

integration between competency-evidence-scenario based training during training 

development phase and measure and evaluation phase (Emond et al., 2016).  
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Figure 1. Integration Between Competency-Evidence-Scenario Based Training System 

Source: Emond et al. (2016). 

 

The literature shows that the competency framework for pilots have been developed 

as required in the training development phase shown in Figure 1. The process of 

sociotechnical analysis is about developing the training syllabus and the tasks need to be 

performed, while the instructors generates the flight simulation training scenarios for the 

trainee to perform the tasks. Developing effective flight simulation training scenario 

depends on the simulation technology used in the flight simulators. Nevzorov (2017), points 

out that under competency-evidence-scenario based training concept, simulation-based 

scenarios in high-fidelity flight simulators (FSTD) is the core of the pilot training and 

evaluation system, that because the quality of training will improved by maximization of 

learning opportunities by improved quality of modeling all dangerous and emergences flight 

modes, combat operation and modeling of actual accidents, moreover, simulators were 

considered a means of forecasting of pilots’ professional skills largely in combat missions 

Training Design and Competency 

Alias et al. (2019) studied on the relationship between training design factors and 

training effectiveness in the context of the public service in Malaysia. This study investigates 

the effect of training design factors which consist of training content, training methods and 

trainer competency, on training effectiveness in training programs attended by 215 public 

service employees at one of public training center in Malaysia. The results from SEM-PLS 

analysis indicated that training design factors, namely training design, training method and 
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trainer competency significantly influenced the effectiveness of training. In another study by 

EL Hajjar and Alkhanaizi (2018), which aimed to explore the factors affecting the training 

effectiveness of training programs, in the Kingdom of Bahrain found that there was a strong 

positive linear correlation between the contents, training environment, facilities and 

materials, training schedule, presentation style with training effectiveness. Training 

effectiveness includes trainees’ reaction, training acquisition of knowledge and skills or 

competency, training transfer and training results. Many organizations invested in training, 

believing that training will increase their employees’ knowledge and skills which improve 

their performance and hence the firm’s quality and productivity. 

Baldwin & Ford Transfer of Training Model 

As mentioned in the introduction, the pilot conversion course has three phases and 

the student pilot required to reconduct in aircraft the same flight tasks that have been 

conducted during flight simulation training. The ability of trainee to transfer the knowledge 

and skills earned in flight simulation training sessions determine how many flight training 

sessions required in order to pass the proficiency check and be graduated as PIC. Therefore, 

the supported theocratical frame for the study that demonstrates the transfer of training 

characteristics and variables is Baldwin & Ford model, one of the most cited theory of the 

training transfer. 

Baldwin & Ford’s model as in Figure  2 shows three factors and six links between 

these factors. These factors are (1) training input, (2) training output, (3) transfer conditions 

and the six relationships between them (links 1 to 6) shows the training output affect directly 

on conditions of transfer while training inputs have directly and indirectly effect on 

conditions of transfer (Baldwin & Ford, 1988). The main inputs which have an impact on 

training transfer are: (1) trainee characteristics, (2) training design, and (3) work 

environment, with specific characteristics for each input. Training output is: acquisition of 

knowledge and skills during training, and transfer conditions which is the end result of 

positive training transfer is: generalization of knowledge and skills from training to work and 

maintenance of them by learning over time (Blume et al., 2010). 
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Figure 2. Baldwin & Ford’s model of transfer process 

Source: Baldwin and Ford (1988) 

 

Findings from the previous studies revealed that training design (methods, delivery, 

syllabus and etc.) influence employees’ skills and competency development that results in 

improved employees’ performance. In addition, training design in Baldwin and Ford Transfer 

Model (1998) was found to be one of the elements that influence trainees’ learning both 

knowledge and skill acquisition. Therefore, based on the findings from the previous studies 

and assumption by Baldwin and Ford, the following research hypotheses and research 

conceptual framework (Figure 3) were developed as below. 

H1 - There is a relationship between training design (training methods, training 

syllabus and simulation technology) and pilot’s competency 

H2 - There is an influence of training design (training methods, training syllabus and 

simulation technology) on pilot’s competency 
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Figure 3. Research Conceptual Framework 

 

The conceptual framework in Figure 3 shows that the research examined the 

relationship between three independent factors (training syllabus, teaching methods and 

simulation technology) adapted from Baldwin & Ford transfer of training model (Baldwin & 

Ford, 1988) as they are the most flight simulation training transfer influencer based on 

review of literature and the aims and context of type courses under study and four 

dependent factors (application of knowledge, flying & maneuver, emergency procedure 

mastering and weapon systems handling) instruments which adapted from ICAO’s pilot 

competences framework as the main competences required from the type courses under 

study based on the aims of the conversion courses and reviewing of Van der Pal et al. (2009) 

and Nevzorov (2017) articles. 

 

Methodology 

Study Design 

Quantitative research design used as it is more useful as the research is conducted 

to identify the factors that influence pilot’s competences and understand the best predictor 

of it by examining theories variables (Creswell, 2009). The study examined the relation 

between the adapted independent training design variables of the Baldwin & Ford transfer 

of training model (Baldwin & Ford, 1988) and the dependent flying competences variables 

adapted from ICAO pilot’s competences framework (ICAO, 2013). The researcher surveyed 

Sudan Air Force pilots as a preferred data collection method coupled with the advantage of 

using questionnaire. The samples are 101 pilots from population of interest included 130 

SAF pilots, 69 helicopter’s pilots and the remaining 32 are fighter’s pilots. 

Instrumentation/Measures 

There are a number of instruments available for measuring the training transfer 

factors and pilot’s competences facers. The study used  instruments for the three factors of 

training design  adapted from Learning Transfer System Inventory (LTSI) (Chen, 2003) based 

on the aims and context of type courses under study. For pilot’s competences factors the 
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researcher used instruments adapted from ICAO’s pilot competences framework for the 

flying competences required from the type courses under study based reviewing of Van der 

Pal et al. (2009) and Nevzorov (2017) articles. 

Data Analysis 

The quantifiable data in the questionnaire coded into the Social Science Statistics 

Software Package (SPSS) for analysis. Data analysis and evaluation involved both descriptive 

and inferential statistics techniques. The descriptive analysis used to present the 

demographic data of the respondents and to analyze data related to pilots’ perceptions on 

simulation training programs and pilots’ competency levels. The researcher expressed the 

relationships between variables statistically by using Pearson correlation and regression 

used to examine the influence of one variable on another. 

 

Results 

Demographic Analysis 

Figure 4, Figure 5 and Figure 6 show the demographic breakdown of respondent 

(Aircraft type, flight simulation training hours and experience). 

 

   

 

Figure 4. Aircraft/Helicopter Pilots Distribution 
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Figure 5. Flight Simulation Training Hours Distribution 

 

 

 

Figure 6. Respondents Experience (Flying Hours) Distribution 

 

 

Reliability Analysis 

The results from reliability analysis shows the value of Cronbach’s Alpha for each 

independent and dependent variable is more than 0.70. Moreover, the overall Cronbach’s 

Alpha for training design and pilot’s competences is more than 0.70. Table 1 shows the 

reliability analysis result. 

 

Table 1: Reliability Test Result 
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Pilots’ perception regarding simulation training programs design 

The level of pilots’ perception regarding simulation training programs design and 

pilots’ competency analyzed based on the range of mean score as in Table 2. 

 

Table 2: Mean Score Range for Training Design Factors and Pilots’ Competency 

 

 
 

Descriptive analysis in Table  shows high mean score value for each variable and 

overall training design mean of 3.99. The highest mean value of independent variables is 

teaching methods followed by training syllabus and simulation technology. 

 

Table 3: Mean Score Analysis for Training Design Variables 

 

No. Variables 
No. of 

Items 

Alpha 

Cronbach 
Reliability 

Independent Variables 

1 Training Syllabus 5 0.726 Reliable 

2 Teaching Methods 5 0.764 Reliable 

3 Simulation Technology 5 0.803 Reliable 

 Total Training Design 16 0.910 Reliable 

Dependent Variable 

4 Application of Knowledge 5 0.718 Reliable 

5 Flying & Maneuver 5 0.850 Reliable 

6 Emergency Procedure Mastering 5 0.830 Reliable 

7 Weapon Systems Handling 5 0.913 Reliable 

 Total Pilot’s Competences 21 0.947 Reliable 

 

Range of Mean Score 
Level                                         

Training Design Competency 

1.00 – 2.00 Poor Low 

2.01 – 3.00 Moderate Medium 

3.01 – 4.00 Good High 

4.01 – 5.00 Very Good Very High 
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Level of pilots’ competency 

Descriptive analysis in Table 4 shows high mean score value for each variable and 

overall pilot’s competency mean of 4.03. The highest variable mean is Application of 

Knowledge followed by Emergency Procedure Mastering. 

 

Table 4: Mean Score Analysis for pilot’s Competences Variable 

 

 

 

 

The relationship between the simulation training programs design and pilot’s 

competences 

 

The analysis of the relationship between the simulation training programs design and 

pilot’s competences expressed statistically by using Pearson’s correlation. Table 5 shows all 

the relationships of independent variables and pilot’s competency are positive. The findings 

in Table 5 shows that there is a positive and significant correlation between overall training 

design and pilot’s competency (r = 0.907). Based on Hinkle et al. (2003), rule of thumb, the 

strength of relationship is at very high correlation. As for the training design factors the 

correlation analysis also shows a positive and significant high correlation between training 

No. Variables Mean Level 

1 Training Syllabus 3.99 Good 

2 Teaching Methods  4.05 V. Good 

3 Simulation Technology 3.94 Good 

 Overall Training Design 3.99 Good 

 

No. Variables Mean Level 

1 Application of Knowledge 4.16 Very High 

2 Flying & Maneuver 3.96 High 

3 Emergency Procedure Mastering 4.03 Very High 

4 Weapon Systems Handling 3.98 High 

 Overall Pilot’s Competences 4.03 Very High 

 



The Joint Conference of AHRD-ARACD 2021 

242 
 

syllabus (r = 0.800), teaching methods (r = 0,857) and simulation technology (r = 0.769) with 

pilot’s competency. These results show that good training syllabus design and good teaching 

methods with better flight simulators technologies will improve the pilots’ competences. 

Thus Hypothesis 1 is accepted. 

 

Table 5: Pearson’s Correlation between Independent Variables and Overall Pilot's 

Competency 

 

 

The influence of simulation training design factors on pilot’s competences: 

Regression analysis was used to predict the influence of simulation training design 

factors on pilot’s competences. The findings in Table 6 show adjusted R-square value is 

0.830. This indicates that about 83.0% of the variability in dependent variable namely pilot 

competency is explained by the three independent variables that is training syllabus, 

teaching methods, and simulation technology. 

 

 

Table 6: Model Summary - R Square Table 

 

Independent Factor Correlation Type 
Overall Pilot’s 

Competency 

Training Syllabus 

Pearson Correlation 0.800 

Sig. (2-tailed) 0.000 

N 101 

Teaching Methods 

Pearson Correlation 0. 857 

Sig. (2-tailed) 0.000 

N 101 

Simulation Technology 

Pearson Correlation 0.769 

Sig. (2-tailed) 0.000 

N 101 

Overall Training Design 

Pearson Correlation 0.907 

Sig. (2-tailed) 0.000 

N 101 
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ANOVA test in Table 7 shows the F statistic =163.5 is significance that indicate there 

is positive correlation between training design and pilot competency. 

However, Standardized Coefficients Beta (β) from Table 8 shows that the most 

influential training design factor in developing pilot competency is teaching methods (β 

=0.518), followed by simulation technology (β=0.339) and training syllabus (β=0.164). Thus 

Hypothesis 2 is accepted. 

 

Table 7: ANOVA Test 

 

 

 

Table 8: Beta Coefficients (β) 

 

 
 

 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .914a .835 .830 .23667 

a. Predictors: (Constant), Syllabus, Teaching, Simulation 

 

Model 
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

1 

Regression 27.470 3 9.157 163.472 .000b 

Residual 5.433 97 .056   

Total 32.903 100    

a. Dependent Variable: MeanCT 

b. Predictors: (Constant), Syllabus, Teaching, Simulation 

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

B 
Std. 

Error 
Beta 

1 

(Constant) .385 .169  2.278 .025 

Syllabus .157 .070 .164 2.246 .027 

Teaching .470 .063 .518 7.502 .000 

Simulation .283 .047 .339 5.987 .000 

a. Dependent Variable: MeanCT 
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Discussion 

The overall level of pilot’s perception is good level for simulation training design with 

very good design in teaching methods and good design of training syllabus and simulation 

technology. What is an interesting finding was that pilots feel the flight simulation training 

hours are insufficient. This result provides further support for the study problem where 

while the simulation training flight hours is increased much more over the standard hours, 

pilots feel it’s not enough and they are not competent to fly the aircraft/helicopter. 

Moreover, This finding is contrary to previous study of Altinok et al. (2007) which have 

suggested maximum of 60% flight simulation training hours while it’s 80% in FSC. 

The overall level of pilot’s competency is high which in consistency with its 

independent factor the overall training design level which is in good level. This finding is in 

accord with Nevzorov (2017) study indicated that the quality of training will improved by 

maximization of learning opportunities by improved quality of modeling all dangerous and 

emergences flight modes, combat operation and modeling of actual accidents, moreover, 

simulators were considered a means of forecasting of pilots’ professional skills largely in 

combat missions as it is the core of pilot training and evaluation system. Another important 

finding was that the high level of mean score achieved in Application of Knowledge and 

Emergency Procedure Mastering while Flying & Maneuver and Weapon Systems Handling 

achieved level of Above medium. The highest mean score is achieved in Application of 

Knowledge which broadly supported by the study of Bilal Kilic (2019) in this area which 

explained that the training of student pilot which always targeting safe flight is 

conceptualized to develop all the testing criterias and continually fostering them starting 

from the knowledge of aviation. Another possible explanation for this consistency is what 

found by Landman et al. (2018) that adding unpredictability and variability to the simulator 

training session improved training transfer and pilot responsiveness in a surprise test that 

required the application of the practiced skills which also supported by the recommendation 

of Casner et al. (2012). 



The Joint Conference of AHRD-ARACD 2021 

245 
 

Wedchayanon (2018) studied the correlation of the factors affecting training transfer 

and ranked training design as the second factor behind the individuals’ competency. This 

rank argued in new generation of pilot training systems of the integration shown by Emond 

et al. (2016) between competency-evidence-scenario based training during training 

development phase and measure and evaluation phase. Nevzorov (2017) argued under 

competency-evidence-scenario based training concept, simulation-based scenarios in high-

fidelity flight simulators (FSTD) is the core of the pilot training and evaluation system which 

is a possible explanation for the study finding of a very high correlation between training 

design variables (Training Syllabus, Teaching Methods and Simulation Technology) and pilots 

competency. These results corroborate the findings of 83.0% of the variability in pilot 

competency is explained by those three variables of training design with Standardized 

Coefficients Beta (β) of 0.164, 0.518, and 0.339 respectively. 

The findings revealed that training design in particular training methods, training 

syllabus and simulation technology influence pilots’ competency. This finding was consistent 

with prior studies of Iqbal (2011) and Abdullah (2012) who indicated that the training 

method, including training materials, positively influences a trainee’s reaction, which 

subsequently promotes learning in particular knowledge and skill or competency 

development and enhances training effectiveness. 

 

Conclusion and Implication 

The study has empirically supported the influence of training design factors on pilots’ 

competency. Appropriate training design used in delivering the pilot simulation training 

need to consider the adult learning styles who prefer learning design that are stimulating, 

easy to understand, technology-based and practical to help them to master both knowledge 

and skills competency. Thus, it implies that training providers and organizations should 

ensure that the training design development will focus on the training methods, training 

syllabus and training technology that could enhance trainees’ competency. These findings 

have significant implications for management staff of FSC on understanding the weakness 
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points of their simulation training programs and the effect of this weak points on the 

graduated pilots’ competences. In addition, the training design should meet the needs of 

trainees by using appropriate methodology so that the training programmes can be 

implemented effectively and improves the trainees’ competency. This study has contributed 

to the body of knowledge in training and competency issues and supports the previous 

literature which highlights the importance of training design factors as drivers of trainees’ 

competency development. 
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WHAT MAKES REFLECTIVE LEARNING FOR INNOVATIVE BEHAVIORS OF SME WORKERS: 

THE MODERATING ROLE OF LEARNING CLIMATE TYPES 

 

Seok-young Oh and Jinhee, Lee 

Yonsei University 

 

 

Abstract  

 

This study investigates the influences of explicit and tacit knowledge acquisition 

on reflective learning and innovative behaviors in small and medium-sized 

enterprises (SMEs) and how structured (SLC) or autonomous learning climate 

(ALC) types moderate relationships among factors. Data analyses were 

conducted by Confirmatory factor analysis (CFA), structural equation modeling 

(SEM) analysis, and two-group comparative analysis using SPSS 23.0 and AMOS 

23.0. In promoting reflective learning and innovative behaviors, tacit knowledge 

acquisition relates higher than explicit knowledge acquisition to all relationships. 

The study verified the mediating role of reflective learning, reinforced under ALC 

rather than SLC. It suggests that the “learning as acquisition” strategy be 

implemented under SLC, while the “learning as participation” strategy is effective 

under ALC. This study is the first to empirically examine associations of reflective 

learning processes with innovative behaviors in the SME context. 

 

Keywords: tacit knowledge, reflective learning, innovative behavior, autonomous learning 

climate 
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EMBEDDING DEGREE APPRENTICESHIP (DA) MENTORING MODEL IN A COURSEWORK: A 

STRATEGY FOR BRIDGING ACADEMIA & WORKPLACE PRACTICES AMONG HRD STUDENTS 

 

Nur Aira Abdrahim  

Universiti Putra Malaysia, Malaysia 

 

 

Abstract 

 

This paper reports on a teaching project conducted in a coursework taught for 

bachelor’s degree Human Resource Development (BSHRD) first year students. 

A degree apprenticeship (DA) mentoring model was embedded into a 

coursework for scaffolding the learning process of these HRD students for a 

total of 8 weeks. First year HRD students were grouped and paired together 

with fourth-year students, as their mentors, who were (at that time) pursuing 

their internship in HR departments at various agencies. At the end of 

semester, this teaching project concluded with the corporate presentation 

showcasing the outcomes of the mentoring collaboration. The impact of this 

teaching project is discussed from three perspectives: the instructor, the 

mentees, and the mentors.  

 

Keywords:  Mentoring, peer mentoring, degree apprenticeship, human resource 

development, scholarship of teaching and learning 
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THE QUALITY OF DANCE SPORT TALENTS TRAINING IN COLLEGES AND UNIVERSITIES IN 

SOUTH CHINA BASED ON FUZZY COMPREHENSIVE EVALUATION 

 

Changqing Xiang  and Tengku Fadilah binti Tengku Kamalden 

 Department of Sports Studies, Faculty of educational studies, Universiti Putra Malaysia,  

 

 

Abstract  

 

In the process of personnel training, its quality is affected by many aspects, and 

fuzzy comprehensive evaluation is a powerful method based on fuzzy 

mathematics, which can make a more comprehensive evaluation of things 

affected by many factors. Similarly, college dance sport talents in the process of 

training will also be affected by social environment, economy and culture as well 

as coaches. Therefore, the fuzzy comprehensive evaluation can make an 

accurate, scientific and reasonable evaluation on the quality of dance sport talent 

training. Through questionnaire survey and expert interview, this study gets the 

weight of the corresponding indicators, and makes an empirical analysis on the 

quality of dance sport talents training in colleges and universities in South China. 

After calculating and analyzing data, it can be concluded that the quality of dance 

sport talents training in universities in South China belongs to the "Good" level. 

 

Keywords: Fuzzy Comprehensive Evaluation; Dance Sport; Talent Training; Quality. 

 

Introduction           

Talent quality evaluation is a scientific, systematic and comprehensive evaluation 

based on the content of teaching activities, teaching mechanism, students' quality as well as 

the construction of teachers (Viorel, 2012). In 1998, High Education in the Twenty-first 

Century: Vision and Action, which was adopted by the world higher education conference in 

Paris and put forward: “The quality of higher education is a multi-level concept. In this way, 

we should consider diversity and avoid using a unified scale to measure the quality of higher 

education.” 

As a new sport, dance sport has been greatly welcomed since it was introduced into 

China, and the number of people learning dance sport is also increasing. At this time, it is 

particularly important to cultivate a group of dance sport talents with high level and high 

quality to promote the sustainable development of dance sport. In order to ensure the 
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quality of dance sport talents training, it is necessary to further strengthen the teaching work 

of university professional courses, constantly deepen the reform of education and teaching, 

and strengthen the construction of teaching infrastructure. The training of dance sport 

talents is not only a long-term planning project, but also a comprehensive project related to 

all kinds of factors. Therefore, how to use appropriate methods to scientifically and 

effectively evaluate the quality of college dance sport talent cultivation is related to the 

actual work of college dance sport talent cultivation and has a more profound impact on the 

future teaching work of colleges and universities. 

Necessity of Quality Evaluation of Dance Sport Talents 

Dance sport is also known as ballroom dance. It is a competitive sport with a high 

combination of sports and art, which belongs to one of the sports. Dance sports is divided 

into two groups, namely standard dance and Latin dance, with a total of ten kinds of dances. 

Different from the dance, dance sport emphasizes that it is “Sports”, which means that it is 

competitive, has certain competitive standards and can compete in the same game. Dance 

sport has standardized action system, continuously improved action standard and 

evaluation system and standardized scoring process, while other dances do not have these.  

Although the development time of dance sport in China is not very long, but in recent 

years, China has made rapid progress in the international competition results (Ye,2020), and 

behind this impressive result is the support of high level and high quality dance sport talents. 

In the evaluation of the quality of dance sport talent training, including many evaluation 

indexes and have a wide range. There are not only objective factors (e.g., teaching quality, 

facilities, professional teaching materials), but also subjective factors (e.g., teachers' 

professional level, students' basic quality). Hence, some evaluation indexes are fuzzy and 

cannot be evaluated by traditional quantitative methods, so it is necessary to combine 

quantitative and qualitative methods. Fuzzy comprehensive evaluation method is a kind of 

evaluation method based on the combination of quantitative and qualitative in fuzzy 

mathematics (Chen, Hsieh & Do, 2015), especially suitable for the evaluation method with 

certain fuzzy indexes. 
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Fuzzy Comprehensive Evaluation 

Fuzzy comprehensive evaluation is one of the most basic mathematical methods in 

fuzzy mathematics, and it is a method of comprehensive evaluation of things affected by 

multiple factors. This method describes the fuzzy boundary by membership degree, and the 

evaluation result is expressed by a fuzzy set, instead of absolute affirmation or denial. In 

practical work, the evaluation of a thing often involves multiple factors or indicators. 

Furthermore, it is required to make a comprehensive evaluation of things according to these 

multiple factors, rather than evaluating things only from a certain factor (Jiang, Zheng & Shi, 

2012). In the meantime, fuzzy comprehensive evaluation is a very effective multi factor 

evaluation method based on this to make a comprehensive evaluation of things affected by 

many factors. Thus, fuzzy comprehensive evaluation is also called fuzzy comprehensive 

evaluation decision or fuzzy multiple evaluation. 

Fuzzy comprehensive evaluation can achieve the combination of qualitative and 

quantitative factors, expand the amount of information, improve the number of evaluations, 

and make the evaluation conclusion more credible. Therefore, this research mainly uses the 

principle of fuzzy comprehensive evaluation to evaluate the quality of college dance sport 

talent training. On the basis of determining the evaluation factors and the evaluation grade 

and weight of the indexes, the corresponding fuzzy evaluation is made for each index. 

According to the principle of fuzzy set transformation, the membership function is 

determined (Ritu, Seema & Sunil, 2021). Then, the qualitative evaluation is transformed into 

quantitative evaluation according to the membership degree theory in fuzzy mathematics, 

and the fuzzy judgment matrix is established. Through the fuzzy operation of its weight 

matrix, the fuzzy evaluation is carried out, and finally get the quantitative evaluation results 

of dance sport talent training quality. 
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Objectives 

To Evaluate the Training Quality of Dance Sports Talent 

Generally speaking, it is an important source and basis for the construction of core 

competitiveness of dance sport specialty colleges and universities to evaluate the quality of 

dance sport talent training (Ales & Polona, 2011), which is also the need of the development 

and reform in today's times. Through the information feedback of social enterprises on the 

quality evaluation of dance sport talents training, colleges and universities can objectively 

obtain the information of social needs, timely to know the employability and employment 

quality of dance sport graduates and their satisfaction of social needs, and feed back the 

evaluation results to the training process, so as to judge whether the orientation of dance 

sport talent training is accurate and characteristic, and whether the professional core 

courses are effective. 

To Promote the Sustainable Development of Dance Sports in China 

 Meanwhile, this research provides an important objective basis for scientific 

diagnosis and adjustment of specialty setting, revision of talent training program (Hao & 

Zhang, 2020), curriculum reform and improvement of teaching and training, in order to 

better promote the reform and development of dance sport curriculum construction, 

promote the continuous improvement of teaching work and the quality of dance sport talent 

training, and improve the quality of dance sport graduates. This is of great significance to 

realize the sustainable development of dance sport education in colleges and universities. 

 

Methodology 

This study uses purposive sampling and the Likert scale instrument questionnaire of 

five options is used. First of all, the questionnaire was designed to evaluate the quality of 

dance sport talent cultivation with 25 questions. The Likert five-level scale was used: 

Excellent, Good, Normal, Unsatisfactory and Bad, and 5 to 1 point were assigned in this order 

respectively. Then, questionnaires were sent out to teachers and students majoring in dance 

sport performance in Guangzhou Sport University, Guangzhou University and Guangdong 
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Vocational Institute of Sport. A total of 120 questionnaires were sent out, and 112 were 

effectively received with a return rate of 93.33%. Finally, the evaluation index system of the 

quality of dance sport talent cultivation in colleges and universities is constructed. It is a 

system of three levels, which is divided into three target level, including target layer, first-

level index and second-level index. 

Due to the quality analysis system of dance sport talent cultivation is a complex and 

non-linear system, there are many factors affecting the quality of talent cultivation, including 

the internal factors of the education system (Ryoji,2019), as well as social (e.g., cultural 

atmosphere of dance sport, popularity of dance sport) and external environment factors 

(e.g., development status of dance sport) so it is difficult to use a unified model to build. In 

this study, taking the construction of social evaluation index system of talent cultivation 

quality as an example, the basic element structure system is adopted, and the hierarchical 

and multi-level comprehensive evaluation model is used to construct the system. The 

evaluation index system of dance sport talent cultivation quality is divided into three index 

levels, namely a total target level, 5 first level indicators and 21 secondary indicators (Table 

1). At the same time, using expert consultation method and Sum Average method to give 

weight to all levels of indicators (Table 2). 
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Table 1: Quality evaluation index system of dance sport talent cultivation 

in Colleges and Universities 

Target layer First level indicators Secondary indicators 

 
 
 
 
 
 
 
 
 
 
 
 

The quality of sport 
dance talent training in 

colleges and universities

（U） 

Quality of teaching 
activities (U1) 

Investment of teaching funds 
(U11) 

 

Number of dance sport 
competitions (U12) 
Teaching construction and 
Reform (U13) 
Dance sport talent training 
program (U14) 

Basic professional 
conditions (U2) 

Number of training venues (U21) 

 

Training facilities (U22) 
Occupancy per capita (U23) 
Construction of teaching 
materials for professional 
courses (U24) 

Construction of teaching 
staff (U3) 

Proportion of highly educated 
teachers (U31) 

 

Proportion of senior 
professional titles (U32) 
Proportion of the number of 
national referees or above (U33) 

Training and theoretical 
achievements (U34) 

Basic quality of students  
(U4) 

Number of awards in student 
competitions (U41) 

 

Number of students 
participating in national 
competitions (U42) 
Enrollment quality of students 
(U43) 
Students' professional 
assessment results (U44) 
Number of papers published by 
students (U45) 

Quality of graduates (U5）      Employer satisfaction (U51) 

 
Talent transfer ratio (U52) 
Number of postgraduates (U53) 
Number of self-employed (U54) 
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Table 2: First level index weight of dance sport talent cultivation quality evaluation 

Target layer First level indicators Weight 

The quality of sport dance 

talent training in colleges 

and universities（U） 

Quality of teaching activities (U1) 0.1756 

Basic professional conditions (U2) 0.1519 

Construction of teaching staff (U3) 0.1388 

Basic quality of students  (U4) 0.2271 

Quality of graduates （U5） 0.3066 

 

Results                                

The basic idea of fuzzy comprehensive evaluation method is: in determining the 

grade standard and weights of evaluation factors and index on the basis of using the 

principle of fuzzy comprehensive transformation, membership degree which is used to 

describe fuzzy boundaries of the various factors and indicators, then the fuzzy 

comprehensive evaluation matrix is constructed, and the grade of evaluation object is finally 

determined through multi-layer compound operation. Next, the above evaluation system U 

for the quality of dance sport talent cultivation is divided into first-level indicators according 

to their types, which are denoted as U1, U2... until Ui. There are several secondary indicators 

under each indicator. 

Calculation of Membership Degree of Evaluation Index 

Membership degree is a concept in fuzzy evaluation function. If there is a number A 

(x) ∈0 for any element X in the domain (research range) U, and 1 corresponds to it, then A is 

a fuzzy set on U, and A (x) is the membership degree of X to A. 

For example, the second-level index of "Construction of teaching materials for 

professional courses", there are 21 people who think Excellent, 60 people who think Good, 

26 people who think Normal, 5 people who think Unsatisfactory, and 0 people who think 

Bad. According to the results, the membership degrees of this index in these five grades are 

21/112, 60/112, 26/112, 5/112, 0/112, respectively, and that is 0.1875, 0.5357, 0.2322, 

0.0446, 0, denoted as C24 (0.1875, 0.5357, 0.2322, 0.0446, 0). Based on this, the membership 
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degree of other secondary indexes is calculated (Table 3), and the fuzzy comprehensive 

evaluation matrix is determined.
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Table 3:  Secondary level index weight of dance sport talent cultivation quality evaluation 

Target 
layer 

Secondary level indicators Weight 
Degree of Membership 

Excellent Good Normal Unsatisfactory Bad 

The quality 
of dance 

sport 
talent 

training in 
colleges 

and 
universities

（U） 

Investment of teaching funds (U11) 0.2643 0.3571 0.4107 0.2108 0.0214 0.0000 
Number of dance sport competitions (U12) 0.2068 0.4103 0.5162 0.0735 0.0000 0.0000 
Teaching construction and Reform (U13) 0.2715 0.3716 0.6034 0.0081 0.0169 0.0000 
Dance sport talent training program (U14) 0.2574 0.5112 0.4370 0.0508 0.000 0.0000 
Number of training venues (U21) 0.3012 0.3168 0.3176 0.3399 0.0257 0.0000 
Training facilities (U22) 0.2479 0.5218 0.4384 0.0289 0.0109 0.0000 
Occupancy per capita (U23) 0.2160 0.2106 0.2601 0.3418 0.1702 0.0173 
Construction of teaching materials for 
professional courses (U24) 

0.2349 0.1875 0.5357 0.2322 0.0466 0.0000 

Proportion of highly educated teachers (U31) 0.2514 0.4109 0.5362 0.0529 0.0000 0.0000 
Proportion of senior professional titles (U32) 0.2318 0.5771 0.4103 0.0126 0.0000 0.0000 
Proportion of the number of national referees 
or above (U33) 

0.2367 0.5683 0.3976 0.0344 0.0000 0.0000 

Training and theoretical achievements (U34) 0.2801 0.3216 0.4529 0.2255 0.0000 0.0000 
Number of awards in student competitions 
(U41) 

0.2418 0.4619 0.4308 0.1073 0.0000 0.0000 

Number of students participating in national 
competitions (U42) 

0.1954 0.3851       0.3019 0.3130 0.0000 0.0000 

Enrollment quality of students (U43) 0.1775 0.2592 0.2933 0.4475 0.0000 0.0000 
Students' professional assessment results 
(U44) 

0.2101 0.5810 0.4062 0.0128 0.0000 0.0000 

Number of papers published by students (U45) 0.1752 0.2194 0.2067 0.5739 0.0000 0.0000 
Employer satisfaction (U51) 0.2604 0.3985 0.5219 0.0796 0.0000 0.0000 
Talent transfer ratio (U52) 0.2583 0.3328 0.3250 0.3422 0.0000 0.0000 
Number of postgraduates (U53) 0.2519 0.3951 0.4853 0.1196 0.0000 0.0000 
Number of self-employed (U54) 0.2294 0.4105 0.3246 0.2649 0.0000 0.0000 
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 Determine the Evaluation Matrix 

After the standard quantization of the original data in the questionnaire, the fuzzy 

evaluation matrix R is established for the single factor evaluation of each evaluation index Xi 

in the secondary index. Ri = Di · Ci (i = 1, 2, 3, 4, 5) (where Ri is the index matrix, Di is the weight 

of each index, Ci is the Excellent, Good, Normal,Unsatisfactory and Bad. The fuzzy evaluation 

matrix R is determined by the matrix composed of the difference membership degree. For 

example, the following is the fuzzy relation matrix of the second-level index of “Construction 

of teaching materials for professional courses”. 

R24=D24·C24= [0.3012  0.2479  0.2160  0.2349] · 

                        0.3168   0.3176  0.3399    0.0257     0 

0.5218   0.4384  0.0289    0.0109     0 

                                0.2106   0.2601  0.3418    0.1702    0.0173 

0.1875   0.5357  0.2322    0.0466     0 

                          = [0.3142  0.3863  0.2378  0.0580  0.0037] 

Similarly, other components of the evaluation matrix R can be obtained, thus R can be 

obtained. 

                                      0.4117   0.4916   0.0865   0.0102   0  

           0.3142    0.3863   0.2378   0.0580   0.0037 

R =     0.4616    0.4509   0.0875    0            0 

                                     0.3934    0.3368   0.2698    0            0 

                                     0.3834    0.4166   0.2000    0            0 

 

4.3 Carry Out Fuzzy Comprehensive Evaluation 

A= D · R 

  = (0.1756  0.1519  0.1388  0.2271  0.3066) · R 

  = (0.3910  0.4118  0.1860  0.0106  0.0006) 
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Finally, the final membership of the  dance sport talents training in colleges and 

universities in south China based on fuzzy comprehensive evaluation shown as follow 

(Figure1). 
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Figure 1. Final membership 

According to the specific results of the evaluation object by the maximum membership 

method, the so-called maximum membership method is to take a = max {ai} as the evaluation 

object and apply it to the membership of the evaluation set elements, and the membership 

elements in the evaluation set are the final results of the evaluation object. On the basis of 

the evaluation results, 0.4188＞0.3910＞ 0.1860＞0.0106＞0.0006, so the outcome of the 

quality of dance sport talent training in colleges and universities in South China belongs to the 

second category, which is a Good level.  

Analysis of Influencing Factors of Evaluation Results 

Based on the results of fuzzy comprehensive evaluation, a two-dimensional matrix 

model for the quality evaluation of sports dance talent cultivation is established. With "index 

weight" and "index score" as variables, the scores of various indexes in the talent cultivation 

quality evaluation results based on fuzzy comprehensive analysis are evaluated and analyzed. 

The evaluation indexes are divided into four categories, general quality, good quality, need to 
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be improved, and key improvement. Among them, "double high" is the good quality index, 

and "double low" is the index that needs to be improved (Figure 2). 

                          

Figure 2. The quality evaluation matrix of dance sport talent training 

 

Discussion 

The quality of personnel training and the sustainable development of human 

resources complement each other ( M. Christina , Marianne & Nicky, 2013) which is a process 

from quantitative change to qualitative change, and also a necessary process for the long-

term development of society. With 74 Member States, the International Dance Sport 

Federation officially became a member of the International Olympic Committee on 

September 4, 1997, and dance sport became a performance item of the Sydney Olympic 

Games in 2000. In the 2010 Guangzhou Asian Games, dance sport became one of the 

competition events, it has attracted more and more attention in a growing number of 

countries and regions, and the quality of dance sport talent training has been paid increasing 

attention. Since the dance sport events were introduced into China in 1980s, they have been 

popular among teenagers and adults, especially in the southeast coastal areas. At the 

beginning of the 21st century, with the continuous development and expansion of dance 

sport, many amateur sports schools or dance sport art colleges have sprung up throughout 

China. Dance sport has gradually started to recruit students as a major in China's universities, 

and China has officially started to carry out dance sport talent training, for the development 
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of China's dance sport industry to transport more dance sport talents. At the same time, the 

general single factor evaluation method is used to evaluate the training quality of dance sport  

talents. 

After more than 20 years of development, an increasing number of colleges and 

universities have opened dance sport professional or dance sport elective minor courses, in 

order to continuously expand the audience of dance sport and promote the cultivation of 

dance sport talents. Therefore, the method of evaluating the training quality of dance sport 

talents needs continuous development and innovation. Compared with the world's powerful 

dance sport countries, such as Russia, Ukraine and Germany, China still lacks certain 

experience and technology in the training of dance sport talents, which is also affected by its 

own factors. In this way, in order to cultivate high-quality dance sport talents, it is not only 

necessary to actively learn foreign advanced technologies and ideas, but also to reduce the 

influence of internal factors (e.g., student quality, teacher’s ability), that can better and faster 

cultivate high-quality and high-level dance sport talents. 

 

Limitation 

Nevertheless, this study is not without its limitations. This research mainly studies and 

analyzes the training quality of sports dance talents in colleges and universities in South China 

through the fuzzy comprehensive model in mathematics, which is a combination of 

quantitative and qualitative analysis based on the questionnaire survey data of colleges and 

universities, but at the same time, it also has some limitations and shortcomings, including 

strong subjectivity in determining the weight of indicators, as well as the change of external 

factors of talent training will have a certain impact on the accuracy of the evaluation. In 

addition, this research only selects Guangzhou Universities in South China as the sample size, 

which can be increased in the selection of regions. Likewise, when the evaluation index set U 

is large, and the number of index sets is large, the weight coefficient of relative membership 
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degree is often small under the condition that the sum of weight vectors is 1, and the weight 

vector does not match the fuzzy matrix R, the result will appear super fuzzy phenomenon, the 

resolution is very poor, it is unable to distinguish whose membership degree is higher, and 

even cause the evaluation failure. At this time, we need to add a new method, hierarchical 

fuzzy evaluation method to improve and improve. Hence, in order to ensure the effectiveness 

and accuracy of the evaluation, more attention should be paid to the selection of index set. 

 

Conclusion 

According to the theory of fuzzy comprehensive evaluation, this research analyzes the 

quality evaluation of dance sport talent cultivation through the combination of quantitative 

and qualitative analysis. As a result, the colleges and universities in south China provide high-

quality dance sport talents. In this case, according to the actual situation of dance sport talent 

cultivation, the establishment of dance sport talent cultivation quality evaluation analysis 

model figure can objectively reflect the current situation of dance sport talent cultivation and 

provide reference value and guiding significance to improve the quality of dance sport talent 

training in Colleges and universities. 

 As a systematic project, it is necessary to set up teaching contents scientifically and 

reasonably, ensure teaching quality, improve students' quality, and strengthen the 

construction of professional teachers (Viorel, 2012). The cultivation quality of dance sport 

talents is related to the long-term development of dance sport projects and the high-quality 

development of sports dance cause, and the training of dance sport talents is affected by 

many comprehensive factors (Viorel,2012). Therefore, only by fully understanding the 

relevant factors and improving the contents that need to be improved in time can the quality 

of dance sport talent be further improved and promote the sustainable development of dance 

sport. 
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Abstract  

 

Tujuan kajian ini adalah untuk mengkaji pengaruh pengurusan sumber manusia 

strategik ke atas prestasi organisasi di sebuah syarikat perkhidmatan 

penghantaran. Di samping itu, kajian ini juga menganalisis pengaruh budaya 

organisasi sebagai perantara dalam hubungan diantara pengurusan sumber 

manusia strategik dengan prestasi organisasi. Kaedah tinjauan telah digunakan 

dan melibatkan 220 orang responden yang dipilih melalui persampelan bertujuan 

dari syarikat perkhidmatan penghantaran. Data dianalisis menggunakan statistik 

deskriptif dan inferensi. Pakej Statistik IBM untuk perisian sains sosial (IBM-SPSS) 

versi 23 dan Smart Partial Least Square (SmartPLS) versi 4.3 digunakan untuk 

menilai hipotesis kajian. Dapatan kajian menunjukkan bahawa tidak terdapat 

pengaruh pengurusan sumber manusia strategik keatas prestasi organisasi. 

Walaubagaimanapun, penemuan kajian menunjukkan bahawa budaya organisasi 

menjadi perantara dalam hubungan diantara pengurusan sumber manusia 

strategik dengan prestasi organisasi. Sehubungan dengan itu budaya organisasi 

perlu diintegrasi dalam aktiviti pengurusan sumber manusia strategik dalam 

meningkatkan prestasi organisasi. Cadangan kajian kepada praktis dan displin ilmu 

juga dibincangkan. 

 

Katakunci:  Pengurusan Sumber Manusia Strategik, Budaya Organisasi, Prestasi Organisasi,  

Pembolehubah Perantara  

 

Pengenalan 

Dewasa ini, pelbagai cabaran yang dihadapi oleh sektor awam mahupun sektor swasta 

bagi menginginkan perubahan struktur serta peralihan paradigma dalam memastikan 

kewujudannya terus relevan dan dihormati. Dalam mencapai matlamat tersebut, prestasi 

pekerja perkhidmatan awam dan swasta haruslah berada pada suatu tahap kecekapan dan 

prestasi kerja tertentu. Prestasi organisasi boleh difahami dengan pelbagai maksud yang 
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berbeza dan interprestasi juga adalah berbeza. Menurut Mishra and Mohanty, (2014) secara 

tradisional kebanyakan prestasi organisasi merupakan langkah-langkah yang berdasarkan 

pada prestasi kewangan. Juga, disebutkan bahawa "langkah-langkah ini termasuk pulangan 

aset pulangan ekuiti, dan pulangan penjualan. Richter et al. (2017) pula menyatakan bahawa 

prestasi organisasi ditakrifkan berdasrkan kepada pencapaian matlamat organiasi dari segi 

kewangan. Sorotan literatur menunjukkan pengurusan sumber manusia strategik (PSMS) 

merupakan antara faktor kritikal yang boleh menyumbang pada prestasi organisasi 

(Armstrong, 2006). Pendekatan pengurusan sumber manusia strategik yang merujuk kepada 

satu aktiviti pengurusan sumber manusia (PSM) dalam menyumbang kepada pencapaian 

matlamat, misi dalam sesebuah organisasi. Dasar pendekatan sumber manusia strategik 

adalah untuk menjayakan matlamat dan misi strategi sesebuah organisasi.  

Walau bagaimanapun, sehingga kini dapatan kajian berkaitan sumbangan pengurusan 

sumber manusia strategik terhadap prestasi organisasi adalah bercampur-campur. Peranan 

budaya organisasi khususnya dari segi norma gelagat pekerja sebagai pemboleh ubah 

perantara dalam hubungan amalan pengurusan sumber manusia strategik dan prestasi 

organisasi juga perlu diberi perhatian memandangkan budaya organisasi yang kuat akan 

memberi impak kepada prestasi organisasi (Cameron dan Quinn, 2006) Sehubungan dengan 

itu, kajian ini  mengkaji peranan pengurusan sumber manusia strategik ke atas peningkatan 

prestasi organisasi melalui budaya organisasi di sektor perkhidmatan logistik dan komunikasi.  

Berdasarkan laporan tahunan syarikat perkhidmatan penghantaran yang dikaji dalam 

kajian ini, mendapati keuntungan selepas cukai (RM 63.1 juta) untuk tahun 2016 susut 

sebanyak 50% berbanding keuntungan selepas cukai (RM 127.1 juta) untuk tahun 2015 

sepertimana dalam rajah 1 di bawah. Menurut laporan 2016, penurunan keuntungan selepas 

cukai untuk tahun tersebut disebabkan oleh kekurangan inovasi serta kos kakitangan yang 

meningkat.  Sehubungan dengan itu kajian ini, dilakukan untuk mengkaji sejauh mana 
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pengurusan sumber manusia strategik dan budaya organisasi mempengaruhi peningkatan 

prestasi organisasi. 

 

Rajah 1: Sumber  Laporan Tahunan Syarikat Pekhidmatan Penghantaran 2016 

 

Justeru secara khususnya, objektif kajian ini adalah sepert berikut: 

1. Mengkaji pengaruh pengurusan sumber manusia strategik keatas prestasi organisasi 

di syarikat perkhidmatan penghantaran 

2. Mengkaji pengaruh pengurusan sumber manusia strategik keatas budaya organisasi 

di syarikat perkhidmatan penghantaran. 

3. Mengkaji pengaruh budaya organisasi keatas prestasi organisasi di syarikat 

perkhidmatan penghantaran. 

4. Mengkaji budaya organisasi sebagai perantara dalam hubungan di antara pengurusan 

sumber manusia strategik dan prestasi organisasi di syarikat perkhidmatan 

penghantaran. 
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Kajian Literatur 

Pengurusan sumber manusia strategik (PSMS) dengan prestasi organisasi 

Terdapat beberapa kajian sebelum ini yamg membuktikan kesan langsung pengurusan 

sumber manusia strategik dan prestasi organisasi. Antaraya kajian Ali Khadim Al- Arqi (2017) 

yang bertujuan untuk mengkaji hubungan diantara pengurusan sumber manusia strategik dan 

prestasi organisasi syarikat minyak di Iraq. Dapatan kajian ini menunjukkan terdapat 

hubungan yang signifikan diantara pengurusan sumber manusia strategik dengan prestasi 

organisasi. Kajian meta-anlysis oleh Cania (2014) yang berdasarkan kepada data primer dan 

sekunder menganalisis 30 organisasi dimana 16 organisasi di sektor perkhidmatan dan 14 di 

sektor pembuatan mendapati organisasi faham konsep pengurusan sumber manusia 

strategik dan prestasi organisasi dan mengaplikasi pemahaman teoritikal mereka dalam 

amalan seharian dalam organisasi masing-masing.  

Kajian yang dijalankan oleh Awolusi Olawumi Dele, Magaji Nanle , Akpa Victoria 

Ozioma (2015) terhadap beberapa syarikat syarikat minyak dan gas di Nigeria menunjukkan 

ada hubungan yang signifikan antara pengurusan sumber manusia strategik dengan prestasi 

organisasi. Pengurusan sumber manusia strategik diukur melalui beberapa elemen seperti 

latihan dan pembangunan, penilaian prestasi, pampasan dan pembangunan kerjaya. 

Manakala prestasi organisasi pula diukur berdasarkan keuntungan organisasi, peningkatan 

organisasi, kompetetif yang mampan dan dimensi perkhidmatan pelanggan. Hasil dapatan 

kajian mendapati pengurusan sumber manusia strategik memberi kesan yang positif kepada 

prestasi organisasi. 

 

Pengurusan Sumber Manusia Strategik Dengan Budaya Organisasi 

Pengurusan sumber manusia strategik melibatkan pengembangan budaya korporat 

dan menetapkan piawaian dan dasar yang sesuai dengan persekitaran dan objektif organisasi 

serta  juga mengenal pasti dan melaksanakan aktiviti dan polisi yang diperlukan untuk 
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menguruskan hubungan majikan dan pekerja secara strategik (Hartel dan Fujiimoto 2010). 

Faktor utama kejayaan organisasi adalah kemampuan untuk mengenal pasti dan 

mengembangkan kemampuan melalui sumber yang ada. Atas sebab ini sumber yang telah 

terbukti berguna dalam pengalaman masa lalu seperti budaya dan pengurusan sumber 

manusia dipertimbangkan sebagai strategi kearah pencapaian matlamat organisasi 

(Akingbola, 2013; Oliveira dan Toda, 2013; Brownetal., 2016; Gileetal., 2018). 

Kajian dari Naranjo-Valencia, Jimenez-Jimenez, dan Sanz-Valle (2011), yang meneliti 

471 syarikat di Sepanyol, menunjukkan bahawa budaya organisasi adalah penentu kejayaan 

strategi inovasi. Hasil kajian mereka membuktikan bahawa budaya Adhokrasi menyokong 

pembentukan perubahan dan inovasi dalam syarikat. Sementara itu, Budaya Hierarki, 

sebaliknya, secara tidak langsung menghalang penyertaan pekerja dalam inovasi melalui 

peraturan, struktur dan sistem standard dalam syarikat.  

 

Budaya Organisasi dengan Prestasi Organisasi 

Terdapat beberapa kajian sebelum ini yang mengkaji peranan budaya organisasi 

keatas pertumbuhan, produktiviti dan prestasi organisasi. Antaranya kajian yang di kaji oleh 

Amin Nikpour (2016) melibatkan 190 orang pekerja di pejabat pendidikan wilayah Kerman  

menunjukkan bahawa budaya organisasi mempunyai kesan yang positif dan signifikan ke atas 

prestasi organisasi di pejabat pendidikan wilayah Kerman. Keputusan ini adalah selari dengan 

penemuan Denision dan Mishra (1995), Kotter dan Heskett (2011), Ng'ang'a dan Nyongesa 

(2012), Shahzad et al. (2012), dan Ahmed dan Shafiq (2014) serta model budaya orgaisasi 

Denision dan Mishra (1995) . Denision dan Mishra (1995) membuat kesimpulan bahawa sifat-

sifat budaya tertentu mungkin menjadi peramal berguna prestasi organisasi. 

Kajian yang dijalankan oleh Anas M. Bashayreh (2014) bertujuan untuk memahami 

peranan budaya organisasi dan kesan ke atas prestasi organisasi di kalangan kakitangan dalam 

syarikat-syarikat insurans.. Keputusan juga menunjukkan bahawa dimensi budaya organisasi 
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mempunyai kesan marginal yang lebih besar ke atas prestasi organisasi. Kajian yang 

dijalanakn oleh Gao-Liang Wang (2012) yang melibatkan105  kakitangan bilik “Hosue Keping”, 

katering dan pengurusan jabatan menunjukkan terdapat pengaruh budaya organisasi 

terhadap prestasi organisasi di hotel pelancong antarabangsa yang berpangkalan di Taiwan. 

Budaya Organisasi Sebagai Perantara Diantara Pengurusan Sumber Manusia Strategik 

Dengan Prestasi Organsasi 

Terdapat beberapa kajian sebelum ini yang mengkaji peranan budaya organisasi 

sebagai perantara dalam hubungan diantara pengurusan sumber manusia strategik dan 

prestasi organisasi. Antaranya ialah kajian dalam negeri olehi Tang, Swee Meil, Khulida Kirana 

Yahya, Lim, Kong Teong (2012) telah menjalankan kajian tinjaun keatas 137 pekerja di 

organisasi pembuatan di Malaysia.   Kajian mereka mengkaji  hubungan antara pengurusan 

sumber manusia (PSM), budaya organisasi dan prestasi organisasi menerusi pemodelan 

persamaan struktur.. Amalan PSM yang telah dikaji adalah melibatkan pengambilan pekerja, 

penilaian prestasi, latihan dan pembangunan, ganjaran yang berasaskan prestasi, pengurusan 

kerjaya, perkongsian maklumat, dan jaminan pekerjaan. Bagi pemboleh ubah budaya 

organisasi pula meliputi penglibatan, koordinasi dan integrasi, komunikasi terbuka, 

kepercayaan, penambahbaikan, dan kerjasama. Sementara pemboleh ubah prestasi 

organisasi melibatkan kadar pertumbuhan jualan, hasilan operasi dan hasilan sumber 

manusia. Hasil dapatan kajian menunjukan hampir 57 peratus daripada varians dalam 

konstruk budaya organisasi dapat diterangkan oleh konstruk PSM. Manakala kedua-dua 

konstruk PSM dan budaya organisasi dapat menerangkan kira-kira 68 peratus varians dalam 

konstruk, prestasi organisasi. Model persamaan struktur menunjukkan bahawa budaya 

organisasi berperanan sebagai pperantara dalam hubungan antara PSM dengan prestasi 

organisasi .  

 



The Joint Conference of AHRD-ARACD 2021 

272 
 

Universiti swasta di Bahrain juga didapati memberi tumpuan mengenai kepentingan 

amalan sumber manusia. Abu Keir (2016) dan Robert Newton (2019) mengkaji hubungan 

antara amalan sumber manusia dengan persepsi kakitangan terhadap prestasi organisasi. 

Kajian ini juga mengkaji persepsi kakitangan terhadap hubungan secara tidak langsung 

diantara pembolehubah perantara iaitu budaya organisasi, komitmen pekerja dan 

pengekalan pekerja dalam hubungan diantara PSM dengan prestasi organisasi. 

 Kajian Cegarra Leiva et al (2012) juga mengkaji peranan budaya organisasi sebagai 

perantara dalam hubungan diantara kewujudan amalan work life balance dan prestasi 

organisasi. Dapatan kajian mereka tidak menyokong hubungan langsung diantara amalan 

PSM keatas prestasi organisasi. Walaubagaimanapun dapatan kajian ini mendapati 

sebahagian besar dimensi budaya organisasi dan amalan pengurusan sumber manusia 

berinteraksi yang memberi kesan kepada prestasi organisasi. Jelas disini peranan budaya 

organisasi sebagai perantara sangat penting dalam mewujudkan hubungan yang signifikan 

diantara amalan PSM dengan prestasi organisasi. 

Berdasarkan kajian lepas berkaitan dengan pengurusan sumber manusia strategik dan 

prestasi organisasi,  pengurusan sumber manusia strategik  dan prestasi organisasi melalui 

budaya organisasi serta teori Resource- Based View, (Barney 1919) dan Model Hubungan 

Pengurusan Sumber Manusia Strategik dan Prestasi Organisasi Armstrong (1991) kerangka 

kajian ini dibangunkan seperti di rajah 2. Berdasarkan penemuan kajian lepas  Ali Khadim Al- 

Arqi (2017), Cania (2014), Awolusi Olawumi Dele, Magaji Nanle, Akpa Victoria Ozioma (2015), 

kajian ini meramalkan pengurusan sumber manusia strategik mempunyai hubungan serta 

mempengaruhi prestasi organisasi. Ini membawa kepada pembentukan H1. Kajian oleh Tang, 

Swee Mei1, Khulida Kirana Yahya, Lim, Kong Teong (2012) ,Irene Hau-Siu Chow  (2012) dan 

Abu Keir, Mohammed Youssif (2016) pula mengesahkan peranan budaya organisasi dalam  

hubungan diantara pengurusan sumber manusia strategik dan prestasi organisasi. Model 

Budaya Denison dan Misra (1995) pula menegaskan budaya organisasi yang mempraktikan 
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kebolehsuaian, kejelasan misi, keterlibatan dan ketekalan atas pekerja dalam organisasi akan 

memberi impak kepada prestasi organisasi. Ini membawa kepada pembinaan H2, H3 dan H4. 

 

 

Rajah 2: Kerangka Kajian 

Kaedah Kajian 

Kaedah pengumpulan data tinjauan dimulakan dengan mendapatkan kebenaran 

mengedar soal selidik kepada responden kajian.  Pengumpulan balik soal selidik dilakukan 3 

minggu selepas diedarkan. Setelah mendapat senarai populasi daripada Syarikat 

perkhidmatan penghantaran yang dikaji, saiz sampel untuk kajian  ditentukan oleh penyelidik 

menggunakan jadual penentuan saiz sample Krejcie dan Morgan (1970). Mengikut Krejce dan 

Morgan, (1970) seramai 310 orang diperlukan berdasarkan kepada populasi 1613. analisis G-

Power juga dilakukan untuk menetukan saiz sampel kajian ini. Rajah 2 menerangkan analisis 

G Power jumlah saiz sampel yang diperlukan iaitu 164 (Faul, Erdfelder, Buchner, & Lang, 

2009).  
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Rajah 3: Dapatan analisis G Power 

 

Instrumen kaijian  pengurusan sumber manusia strategik dibina berdasarkan kepada 

tiga elemen iaitu pengambilan dan pemilihan strategik, latihan dan pembangunan strategik 

dan ganjaran strategik. Elemen pengambilan dan pemilihan terdiri daripada 9 item yang 

diadaptasi dari  Edgar F, Geare A (2005) manakala elemen latihan dan pembangunan strategik 

terdiri daripada 9 item dan diadaptasi oleh Muhammad AR (2007) dan Cassell C, Nadin S, Gray 

M, Clegg C (2002) dan elemen yang ketiga iaitu faedah dan ganjaran strategik terdiri daripada 

7 item diadaptasi dari Wright P, Gardner T, Mounihan LM (2003), Bhattacharya M, Gibson DE, 

Doty DH (2005) dan Singh K (2004). Instrumen budaya organisasi diadaptasi daripada Denison 
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dan Mishra (1995). Instrumen ini mempunyai empat dimensi iaitu penglibatan, 

kebolehsuaian, ketekalan dan misi di mana setiap dimensi mempunyai 10 item. Jumlah 

keseluruhan item adalah 27. Instrumen prestasi organisasi diadaptasi dari Hernaus et al 

(2012) yang terdiri daripada 6 item untuk prestasi kewangan, manakala 10 item diukur 

berdasarkan prestasi bukan kewangan . 

Data kajian dianalisa menggunakan staistitik deskriptif dan inferensi menggunakan  

(IBM-SPSS) versi 23 dan Smart Partial Least Square (SmartPLS) versi 4.3. 

 

Dapatan kajian dan perbincangan 

Rajah.4 menunjukkan ringkasan profil responden di kalangan pekerja di jabatan 

terpilih dalam syarikat perkhidmatan penghantaran di Malaysia. Hasil kajian menunjukkan 

bahawa kebanyakan responden adalah lelaki pada 62.0 peratus dan diikuti oleh perempuan 

pada kadar 38.0 peratus. Majoriti umur responden berumur antara 31 hingga 40 tahun pada 

41.0 peratus. Secara keseluruhan, responden kebanyakannya berbangsa Melayu dan 

kebanyakan responden telah berkhidmat antara dua hingga empat tahun pada 97.0 peratus. 

Mengenai kelayakan, 54.0 peratus responden memiliki sijil pendidikan jenis lain dan 102 

(46%) responden adalah penyelia. 
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Rajah 4: Analisis Responden 

 

 

Model Pengukuran (α, ρc) 

Analisis model pengukuran reflektif merangkumi tiga jenis atau penilaian yang 

konsistensi dalaman, kesahan konvergen dan kesahan diskriminan. Model pengukuran dalam 

penilaian kesahan konvergensi telah menyimpulkan bahawa hasil kajian ini terletak pada julat 

ambang yang telah dicadangkan oleh (Hair et al., 2017; Fornell dan Larcker, 1981). Berikutan 

penilaian membantu dapatan dalam kajian menentukan ketekalan dalaman bagi ketiga-tiga 

konstruk pendam. Ketekalan dalaman untuk instrumen kajian ini dinilai dengan mengira nilai 

kebolehpercayaan alpha dan komposit Cronbach. Jadual 1 menunjukkan nilai bagi setiap 

konstruk. Pengurusn sumber manusia strategik (α = 0.877, ρc = 0.902), Budaya organisasi (α 

= 0.932, ρc = 0.940) dan Prestasi organisasi (α = 0.930, ρc = 0.939). Menurut Hair et al. (2010), 

semua nilai yang dihasilkan 0.70 sangat disarankan sebagai tahap penerimaan. 
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Untuk Average Variance Extracted (AVE), setiap konstruk pendam telah melebihi nilai 

minimum yang dicadangkan iaitu 0.50 (Hair et al., 2017). Oleh itu, dari hasil yang dicapai, 

indikator untuk setiap konstruk pendam dijelaskan dengan baik dan saling berkaitan. 

Petunjuk yang diberikan pada setiap laten boleh dikatakan mencerminkan juga pemboleh 

ubah yang diperhatikan. Jadual 1 menunjukkan nilai AVE untuk setiap konstruk di mana 

pengurusan sumber manusia strategik (AVE = 0.506), Budaya Organisasi (AVE = 0.513, dan 

Prestasi Organisasi (AVE = 0.508). 

 

Jadual 1.  Cronbach Alpha, Komposit Kebolehpercayaan dan AVE 

 
Cronbach's 

Alpha 
Komposit 

Kebolehpercyaan 
AVE 

Pengurusan Sumber Manusia 
Strategik  

0.877 
0.902 

0.506 

Budaya Organisasi 0.932 0.940 0.513 
Prestasi Organisasi 0.930 0.939 0.508 

 

Pengkaji meneruskan penilaian yang mempunyai kesahan diskriminasi. Menurut 

Ramayah et al, (2018), kesahan diskriminasi merujuk kepada tahap penunjuk yang 

membezakan konstruk. Ini untuk mengelakkan berlaku pertindihan antara setiap korelasi. 

Dalam penyelidikan ini, pengukuran kesahan diskriminan dilakukan melalui Fornell & Larcker, 

kriteria pemuatan silang dan nisbah korelasi nisbah heterotrait-monotrait (HTMT). Keperluan 

kriteria Fornel & Larcker untuk membandingkan bahagian pepenjuru harus lebih besar 

daripada korelasi luar pepenjuru. Oleh itu, dari hasil yang diperoleh menunjukkan bahawa 

nilainya adalah Kriteria HTMT telah dianalisis mengikut inferensi HTMT oleh (Henseler, Ringle, 

dan Sarstedt, 2014). Dalam inferensi HTMT ini, nilai selang keyakinan harus kurang dari 1.0 

dengan menggunakan teknik bootstrapping, (Henseler et al., 2015). oleh itu, Jadual 2 dan 3 

berikut dihasilkan berdasarkan hasil yang dicapai untuk penilaian kesahan diskriminan. 
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Jadual 2.  Fornell-Larcker Criterion 

 
Budaya 

Organisasi 

Pengurusan 
Sumber 
Manusia 
Strategik 

Prestasi Organisasi 

Budaya Organisasi 0.716   
Pengurusan Sumber Manusia 
Strategik 

0.693 0.711  

Prestasi Organisasi 0.703 0.516 0.713 

 

Jadual 3. Heterotrait-Monotrait Ratio (HTMT) 

 
Budaya 

Organisasi 

Pengurusan 
Sumber 
Manusia 
Strategik 

Prestasi Organisasi 

Budaya Organisasi    
Pengurusan Sumber Manusia 
Strategik 

0.762   

Prestasi Organisasi 0.753 0.568  

 

Penilaian  Isu Collinearity 

Menurut Kock (2015), collinearity membantu dalam mengukur kesamaan dua atau 

lebih petunjuk yang berada dalam domain yang sama. Dalam langkah penilaian ini, aturan 

praktis kurang dari 5.0 seperti yang disarankan oleh Hair et al. (2016). Nilai faktor inflasi 

varians (VIF) kurang daripada 5.0. Jadual 4 menunjukkan ringkasan untuk nilai VIF luar 

merentasi konstruk. Terdapat tiga konstruk utama dan setiap konstruk melebihi aturan 

praktis seperti yang disarankan oleh Hair et al. (2016). Konstruk untuk pengurusan sumber 

manusia strategik menunjukkan nilai VIF luar sebanyak 1.000, 1.924 dan budaya organisasi 

pada 1.924. Oleh itu penilaian untuk VIF telah dipenuhi seperti dalam jadual 5. 
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Jadual 4.  Rumusan Konstruk Luar VIF silang konstruk 

 

Pengurusan 
Sumber 
Manusia 
Strategik 

Budaya 
Organisasi 

Prestasi Organisasi 

Pengurusan Sumber Manusia 
Strategik 

 1.000 1.924 

Budaya Organisasi   1.924 
Prestasi Organisasi    

 

Ujian kesignifikanan 

Dapatan darıpada analisis kesignifikanan sebagaimana yang dipaparkan dalam Jadual 

5 menunjukkan pengurusan sumber manusia strategik (β=0.693, t= 17.660, p<0.01) 

mempunyai hubungaan yang signifikan dengan budaya organisasi dan hasil dapatan juga 

menunjukkan budaya organisasi mempunyai hubungan yang signifikan dengan prestasi 

organisasi dengan nilai (β=0.666, t=10.209, p<0.001). Walaubagaimanapun hasil dapatan 

kajian juga menunjukkan pengurusan sumber manusia strategik tiada hubungan yang 

signifikan dengan prestasi organisasi dengan nilai (β=0.054, t=0.608 , p>0.001). Dapatan 

tersebut memberi gambaran menyokong HI ditolak manakala H2 dan H3 adalah diterima. 

 

Jadual 5.  Dapatan Ujian Kesignifikanan 

Hipotesis Hubungan Std Beta 
Sisihan 
Piawai 

Nilai-t Nilai-p 

H1 
Pengurusan Sumber 
Manusia Strategik -> 
Prestasi Organisasi 0.0540 

0.090
0 0.6080 0.543 

H2 
Pengurusan Sumber 
Manusia Strategik -> 
Budaya Organisasi 0.6930 

0.039
0 17.6600 0.000 

H3 
Budaya Organisasi -> 
Prestasi Organisasi 0.6660 

0.065
0 10.2090 0.000 

 

 

Ujian Pekali Penentuan (R²) 

Berdasarkan dari Hair et al. 2011, nilai R² yang bersamaan atau pun melebihi penanda 

aras 0.75 bagi sesuatu endogenous latent variable dianggap mempunyai kekuatan peramalan 



The Joint Conference of AHRD-ARACD 2021 

280 
 

yang besar dan jika nilainya 0.50 pula dianggap sederhana dan lemah sekiranya nilainya lebih 

kecil daripada penanda aras 0.25.  Berdasarkan hasil dapatan analisis yang telah dijalankan 

seperti di dalam Jadual 6 mendapati bahawa pengurusan sumber manusia strategik dan 

budaya organisasi telah menyumbang sebanyak 49.6% terhadap prestasi organisai (R² = 

0.496). Dapatan ini menunjukkan, secara keseluruhannya model ini mempunyai kekuatan 

peramalan yang sederhana. Selain daripada itu, pengurusan sumber manusia strategik juga 

menyumbang sebanyak 48.0% terhadap budaya organisasi (R² = 0.480. Ini bermaksud, dan 

hasil dapatan mempunyai kekuatan peramalan yang sederhana 

 

Jadual 6. Dapatan analisis ujian R² 

 R Square 
R Square 
Adjusted 

Budaya Organisasi 0.480  
Prestasi Organisasi 0.496  

 

Ujian Saiz Kesan (f²) 

Nilai f² yang disarankan oleh Cohen (1988) telah digunakan sebagai panduan untuk 

mennetukan saiz kesan. Nilai-nilai tersebut adalah 0.02 (kecil), 0.15 (sederhana) dan 0.35 

(besar). Berdasarkan dapatan yang tunjukkan dalam Jadual 4.38, didapati saiz kesan bagi 

faktor-faktor yang menjelaskan prestasi organisasi (PO) adalah besar bagi faktor budaya 

organisasi (BO) (f²=0.457). Manakala bagi faktor pengurusan sumber manusia strategik (f² = 

0.003) pula saiz kesannya adalah kecil seperti di dalam Jadual 7. 
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Jadual 7.  Dapatan Ujian Saiz kesan (f²) 

 
Pengurusan 

Sumber Manusia 
Strategik 

Budaya 
Organisasi 

Prestasi Organisasi 

Pengurusan Sumber Manusia 
Strategik 

 0.924 0.003 

Budaya Organisasi   0.457 
Prestasi Organisasi    

Ujian perantara 

Pemboleh ubah perantara menerangkan bagaimana atau mengapa hubungan 

(diperhatikan) antara pemboleh ubah bebas dan pemboleh ubahnya yang bergantung. Dalam 

model perantara, pemboleh ubah bebas tidak dapat mempengaruhi pemboleh ubah 

bersandar secara langsung, dan sebaliknya melakukan dengan pemboleh ubah ketiga.  Jika 

nilai VAF lebih daripada 80%, maka ia dipanggil sebagai kesan perantara penuh manakala jika 

nilai VAF lebih daripada 20% tetapi kurang danpada 80% maka ia dikenali sebagai kesan 

perantara separa . Hasil dapatan daripada analisis yang dijalankan bagi menguji peranan 

pemboleh ubah perantara telah mendapati budaya organisasi  berperanan sebagai perantara 

hubungan di antara latihan dan pembangunan, pengambilan dan pemilihan dan faedah dan 

ganjaran terhadap prestasi organisasi dan secara tidak langsung telah menyokong hipotesis 

kajian H4 seperti di dalam Jadual 8. 

Jadual 8. Dapatan Ujian Perantara 

Hipotesis Hubungan Std Beta 
Sisihan 
Piawai 

Nilai-t Nilai-p 

H4 
Pengurusan Sumber Manusia 
Strategik -> Budaya Organisasi > 
Prestasi Organisi 0.491 0.056 8.214 0.000 
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Hasil dapatan nilai VAF pula menunjukkan budaya organisasi mempunyai kesan perantara 

penuh hubungan diantaran pengurusan sumber manusia strategik  dengan prestasi organisasi 

dengan nilai VAF yang diperolehi adalah melebihi > 80% ( Hair et al. 2017) iaitu 89.51%. 

Jadual 9 memaparkan rumusan dapatan kajian berdasarkan pengujian hipotesis. 

 

Jadual 9. Rumusan Pengujian Hipotesis  

Hypothesis Hubungan Dapatan 

H1 
Pengurusan Sumber Manusia Strategik mempunyai 
hubungan langsung dengan prestasi organisasi Ditolak 

H2 
Pengurusan Sumber Manusia Strategik mempunyai 
hubungan langsung dengan budaya organisasi Diterima 

H3 
Budaya organisasi mempunyai hubungan langsung 
dengan prestasi organisasi Diterima 

H4 
Budaya Organisasi berperanan sebagai perantara 
(mediator) di antara Pengurusan Sumber Manusia 
Strategik dengan prestasi organisasi. Diterima 

 

Hasil dapatan kajian yang telah diperolehi, menunjukan pengurusan sumber manusia 

strategik tidak mempunyai hubungan yang signifikan dengan prestasi organisasi dengan nilai 

p=0.5430. Dapatan ini juga sejajar dengan dapatan kajian oleh Oladipo Jimoh A. (2011) dalam 

kajian pengurusan sumber manusia strategik dan organisasi prestasi di sektor pembuatan 

Nigeria menunjukan bahawa daripada 90 soal selidik yang diedarkan kepada 30 syarikat, 

sejumlah 63 borang soal selidik yang lengkap dan telah dikembalikan dan boleh digunakan 

dari 21 syarikat yang mewakili kadar maklum balas sebanyak 70 peratus. Hasil dapatan kajian 

menunjukan hubungan yang lemah tetapi positif antara pengurusan sumber manusia 

strategik dengan prestasi organisasi dengan korelasi (r) 0.23. Walaubagaimanapun dapatan 

menunjukkan tiada hubungan yang signifikan pada tahap 0.05 dan 0.01. 

 Akhir sekali dapatan kajian juga menunujukkan budaya organisasi menjadi perantara 

dalam hubungan diantara pengurusan sumber manusia strategik dan prestasi organisasi. Hasil 

kajian menyokong kajian Tan Swee Mei, Khulida Kiranan dan Lim Kong (2013). Justeru dalam 
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kajian ini membuktikan bahawa budaya organisasi berperanan sebagai perantara diantara 

pengurusan sumber manusia strategik dan prestasi organisasi. Dapatan ini sekali jelas 

menunjukkan bahawa selaian pengurusan sumber manusia strategik, amalan budaya 

organisasi yang kuat oleh warga organisasi memberi impak yang besar kepada prestasi 

organisasi di syarikat perkhidmatan penghantaran. 

 

 

Kesimpulan dan Implikasi 

Secara keseluruhannya, dapatan kajian menunjukkan pengurusan sumber manusia 

strategik tidak mempunyai hubungan yang signifikan terhadap prestasi organisasi. 

Walaubagaimanpun hasil dapatan kajian membuktikan budaya organisasi sebagai faktor 

penting dalam membantu organisasi mencapai prestasi yang diingini. Hasil kajian ini memberi 

implikasi kepada pihak pengurusan organisasi dimana organisasi perlu memahami cara 

bagaimana mengurus budaya, dan memberi penekanan dan kewajaran yang diperlukan 

secara menyeluruh terhadap elemen-elemen budaya yang bersifat kemanusiaan. Di samping 

itu, pengurusan organisasi sentiasa harus peka dan memahami bahawa pengurusan sumber 

manusia strategik yang disokong oleh budaya organisasi yang kukuh akan mempengaruhi 

prestasi organisai. Secara keseluruhan, dapat disimpulkan bahawa hasil kajian ini memberi 

sumbangan dari sudut memperkayakan pemahaman dan literatur terhadap bidang 

pengurusan sumber manusia startegik dan budaya organisasi di Malaysia, khususnya dalam 

konteks industri korporat, perkhidmatan dan pembuatan yang melibatkan pekerja-pekerja 

berkemahiran. 
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UNDERSTANDING GEN Z PREFERRED WORKING ENVIRONMENT IN MALAYSIA 

 
Mohd Faiq bin Abd Aziz 

Universiti Putra Malaysia 

 

 

Abstract 

 

Managing the working environment expected by Generation Z is an important 

element which needs to be addressed by an organization because they are able 

to project positive impact to the organizational objective and image. 

Organizations worldwide are now demanding for potential workforce that has 

extraordinary qualities to manage and lead them towards exceptional success. 

Workers with good characteristic, measurable expectation, positive leadership 

attributes and sound communication skills are seen to be the preferred 

workforce to spearhead the new challenges in achieving the organizations 

objectives. This research employs an exploratory research methodology to 

explore the factors influencing the relationship between Generation Z 

characteristic, expectation, preferred communication and preferred leadership 

towards preferred work environment from the student’s perspective at a private 

college in Malaysia. Data were collected from 327 students studying at a private 

college to gauge their preferences related to the working environment they hope 

to be part of in the future. The results show that the relationships between the 

variables are strong and positively related to each other. For further 

understanding, future studies are recommended to explore the findings of this 

study by doing a comparative analysis across institutions and sectors. 
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Career Education, 

Development, and 

Counselling 
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FACILITATING ACADEMICS’ RESEARCH PERFORMANCE IN RESEARCH UNIVERSITIES:  

THE PREDICTORS AND MEDIATION EFFECT OF WORK ENGAGEMENT 
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aUniversiti Putra Malaysia, Malaysia 

bInternational Islamic University Malaysia 

 

 

Abstract 

 

Research activities and outputs play a significant role in determining the 

standing and performance of a university. This article aims to examine the 

influence of individual factors, work resources, and organizational factors on 

research performance, and the mediation effect of work engagement on these 

relationships among academics at four Malaysian research universities. Theory 

of personal engagement at work and job demands-resources theory were 

employed to explain academics’ research performance. The study utilized a 

cross-sectional design and surveyed 252 randomly selected academics. 

Individual effort and professional development were found to be significantly 

correlated to academics’ research performance, while organizational and work 

resources were not significantly associated with research performance. Work 

engagement did not mediate the relationships between all predictor variables 

and research performance. The study highlights the importance of individual 

factors and professional development in facilitating academics’ research 

performance and highlights the significance of HRD in facilitating academics’ 

research performance.  

 

Keywords: Research performance; work engagement; professional development; academics; 

research universities 
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DEVELOPMENT 
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Abstract 

 

The purpose of this study is to explore the experience of Chinese immigrant 

mothers’ career development in North America. The expected growth of 

Chinese immigrant mothers coupled with the lack of empirical research 

dedicated to the intersectionality of this unique subgroup lends to the 

importance of this study; especially in the context of career development. 

Nearly 30 years of research specific to Chinese immigrant career development 

has added value to the understanding of the unique cultural values and 

contexts that impact career decision-making and satisfaction, but there are still 

holes in the literature. We investigated the challenges faced and supports 

received in their career development. The social cognitive career theory and 

Brown’s values-based theory were utilized to guide this study. We conducted a 

qualitative study by interviewing 50 Chinese immigrant mothers in Canada and 

United States.  

 

Keywords: Career development, Chinese immigrant mothers, Canada, United States 
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HOPE IN COVID-19 CRISIS: CAREER DEVELOPMENT OF CHINESE IMMIGRANT WORKING 

MOTHERS 

 
Yuanlu Niu1, Shana Jones Yarberry1, Yidan Zhu2 
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Abstract 

 

The Covid-19 pandemic has changed the way associates experience career 

development and how human resource development professionals adapt and 

respond to such uncertainty. Many organizations have changed the work 

requirements and work environment. For Chinese immigrant working mothers, 

there is limited alternative or support in the decision of career advancement or 

becoming a full-time mom. The immigrant mothers may leave the workforce 

and risk not elevating their careers to take care of their children. The purpose 

of this study is to explore the experience of Chinese immigrant working 

mothers’ career development during the COVID-19 crisis in North America. We 

investigated the challenges they faced in their career development during the 

Covid-19 crisis, as well as their strategies of addressing the challenges. Hope 

action theory and systems theory were utilized to guide this study. We 

conducted a qualitative study by interviewing 15 Chinese immigrant mothers in 

Canada and United States.  

 

Keywords: Career development, Chinese immigrant working mothers, COVID-19, Canada, 

United States 
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FACULTY WORK-LIFE BALANCE DURING THE COVID-19 LOCKDOWN: A QUALITATIVE 

INVESTIGATION 

 
Mehrangiz Abadi and Gary N. McLean 

Texas A&M University 

 

 

Abstract 

 

With the onset of a new normal caused by the Covid-19 pandemic, we may 

wonder what happens to that delicate work/life balance (WLB). In response to 

the shifts in work and workplace induced by the global pandemic, we have been 

compelled to recalibrate or even lose control over our work-non-work 

boundaries, and this border has been suddenly blurred even more. The shifting 

nature of education due to the pandemic, as well as changes in employment 

arrangements, make WLB an area for exploration. We will study work/non-

work boundary management experiences of faculty in one US university during 

the global pandemic from a work-life balance and employee/occupational well-

being perspective using Job-Demands and Resources (JDR) model. Insights 

gained from this research study will equip HRD professionals with a 

comprehensive picture of faculty work-nonwork boundary management during 

crisis in one university. 

 

Keywords: Work-life balance, Higher education, Employee well-being, Phenomenology, JDR 

Model 

Introduction 

So far, globalization, digitization, and the new economy have dramatically changed 

the nature of both work and family spheres for many around the world, especially in 

developed countries. Recently, health crises, such as the COVID-19 pandemic, have been 

added to the emerging list of the factors shifting the nature of work, leaving organizations 

with uncertainty about how work-life balance and the future of work will look during and after 

the pandemic era. Work-life balance in the pandemic has turned into a public health issue 

that cannot be ignored. 
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Current organizational and management literature suggests that a lack of work-life 

balance (WLB) leads to increased stress, and it highly impacts the emotional wellbeing of 

employees (Lekchiri & Eversole, 2021; Tasdelen-Karçkay & Bakalım, 2017). In the same vein, 

WLB has been found to lead to high organizational performance, job satisfaction, and stronger 

organizational commitment (Allen et al., 2014). According to Sirgy and Lee (2018), WLB can 

be understood from two perspectives: engagement and conflict. From the dimension of 

engagement in multiple roles in work and non-work life, WLB can be defined as “the allocation 

of time and psychological energy in a balanced way in work and non-work life while deriving 

much satisfaction from both work and non-work life” (p. 230). The second definition of WLB 

is derived from minimal conflict between work and non-work roles: “work-life balance is 

satisfaction and good functioning in work and family roles with minimum role conflict” (Sirgy 

& Lee, 2018, p. 231). These two definitions will be adopted within the context of this study.  

WLB has received consistent attention from scholars across various psychological, 

sociological, educational, and management disciplines. As such, there is a wealth of literature, 

including several large-scale reviews and meta-analyses on this topic (Allen et al., 2014; 

Shockley & Singla, 2011; Xu & Cao, 2019). 

With the onset of a new normal caused by the Covid-19 pandemic, we may wonder 

what happens to that delicate work/life balance (WLB). In response to the recent shift of work 

paradigm induced by the global pandemic, we have been compelled to recalibrate or even 

lose control over our work-non-work boundaries, and this border has been suddenly blurred 

even more. For example, early in the pandemic, in March 2020, over 200 colleges and 

universities closed in the United States as they shifted to remote learning. The shifting nature 

of education due to the pandemic, as well as changes in employment arrangements, make 

WLB an area for exploration. An increasing number of employees in general struggle even 

more with WLB issues, especially during the pandemic; therefore, HRD’s participation in 

minimizing WLB conflicts and establishment of WLB arrangements is vital. 
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Most existing studies on WLB have been conducted in disciplines other than Human 

Resource Development (HRD). Kahnweiler (2008) called HRD scholarship in WLB as modest 

considering that more and more individuals and organizations are dealing with work-life 

issues. Furthermore, Reio (2020) invited HRD scholars to “add to the emerging conversation 

about how to reduce uncertainty and fear” and refresh new research to clarify what happens 

to the fragile WLB in current times and how to “maintain optimal work-life balance in a new 

workplace where so much work is being done from home” (p. 146-147). Therefore, this study 

is a response to seize the opportunity for HRD to help individuals and organizations with WLB 

issues. 

Due to the pandemic, higher education has undergone a huge transformation, with an 

increase in the faculty’s overall performance accountability and a demand for their 

responsiveness to institutional and student needs. Many faculty members have to undertake 

significantly more tasks with moving classes online, mentoring students in need, re-arranging 

university programs, and addressing COVID-19 risks, while helping communities cope with the 

new realities. Limited access to labs and facilities and research sites and subjects, along with 

cancelled academic conferences and travel to meet with research collaborators have all 

created damage to the faculty members’ productivity and research record. The pandemic has 

transformed the culture of universities. The previously perceived resources that traditionally 

protected academic employees against stress and burnout, such as leaves, collegiality, and 

role clarity (Kinman & Johnson, 2019), appear to have undergone changes, too. Given 

increasing institutional expectations and demands, and the enforced work-from-home (WFH) 

regulations, it is important to investigate how these citizens of the knowledge society are 

navigating their personal and professional lives. 

Significance 

Conducting this study is significant in HRD research and practice as HRD is a purposeful 

problem-defining and problem-solving process with an agenda of human betterment, 
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organizational enhancement, and societal improvement. McLean and McLean (2001) 

defined HRD as “any process or activity that … has the potential to develop adults’ work-

based knowledge, expertise, productivity, and satisfaction whether for personal or 

group/team gain, or for the benefit of an organization, community, nation… or the whole 

of humanity” (p. 313). Therefore, with a core mission of performance improvement, HRD 

as a field continues to improve individual and organizational effectiveness. By unfolding 

the experiences of a group of faculty members at an institution in the context of the 

pandemic and better understanding work-life theory and research in this context, this 

study can contribute to the strategic development of policies, practices, programs, and 

interventions that appear to reduce uncertainty and accommodate demands fostering less 

WLB. 

Findings from this study can have several implications for practitioners and 

researchers in the work-family field, in addition to their institutions and communities. Insight 

into the root causes of work-family conflict among faculty in the context of the pandemic is 

vital, as it can lead to serious consequences for employees, families, and higher education 

institutions. Insights gained from this research study will equip HRD professionals with a 

comprehensive picture of faculty work-nonwork boundary management during crisis in one 

university. 

First, some antecedents and outcomes of WLB as associated with the pandemic can 

be identified for the faculty included in this study, which may also be of interest to other 

faculty who may be sharing similar experiences. Such awareness may help HRD professionals 

to identify strategies to improve work conditions for faculty, better assist them in addressing 

WLB challenges, and suggest recommendations for work-family policies during crises at 

individual, team, and institutional levels.  

Second, findings from this study may provide the basis for designing family-friendly 

initiatives or training programs that fulfill faculty’s WLB needs during a pandemic. Job 
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demands and resources are strongly associated with conflict and enrichment as the two 

extremes of the WFI continuum (Beigi et al., 2018). HRD professionals can help ameliorate 

the conflict by providing job resources, such as conflict-reducing workshops and training 

programs. Suggestions from this study may help HRD departments in higher education 

institutions to attract, accommodate, and retain high-performing faculty during 

environmental crises by creating family-friendly institutional cultures. 

Third, the implementation of family-supportive work practices during crises without 

considering the real-life experiences of the individuals will limit our understanding of the 

potential benefits of such practices (Allen et al., 2014). The findings of this study can be used 

to suggest ways to improve the well-being of academics by extending professional support to 

help them resolve work-family conflicts in the light of the new reality of work from home 

where boundaries between personal and professional domains appear to be blurred. 

Theoretical Framework 

We will study work/non-work boundary management experiences of faculty in one US 

university during the global pandemic from a work-life balance and employee/occupational 

well-being perspective. Specifically, the job demands, and resources (JD-R) model (Bakker & 

Demerouti, 2007) appears to be most relevant to the phenomenon in this study among the 

wide range of work-life balance and employee/occupational well-being theories that have 

been generated. Further, the proposed model adheres to the philosophical perspective (i.e., 

interpretive approach) in this study. The JD-R model advances former theories of demand-

control and effort-reward imbalance and allows for occupational characteristics to be 

investigated using two categories--job demands and job resources--that influence employee 

well-being relatively independently. According to Bakker and Demerouti (2014), job demands 

refer to aspects of psychological, social, or organizational aspects of the job that require 

constant physical and cognitive effort. Job demands are associated with physiological and 

psychological costs, such as burnout (Demerouti et al., 2001). Job resources, on the other 
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hand, denote physical, psychological, social, and organizational aspects of the job that reduce 

job stressors and their associated costs. Job resources are found to be associated with 

behavioral outcomes, such as motivation, engagement, and personal growth and 

development (Bakker & Demerouti, 2014; Demerouti et al., 2001). 

Research Purpose 

The overarching purpose of this retrospective study is to explore the work/non-work 

boundary management experiences of faculty members during the COVID-19 pandemic and 

the strategies they used to navigate their personal and professional lives in this era. The 

reason for selecting faculty members in a research-intensive university for this study is that 

their professions are extreme cases of career success and intense workload and gaining 

insights from their experiences adds to the work-life literature.  

The research questions for this study are: 

1. What were faculty members’ experiences of their work/non-work boundary during 

the COVID-19 pandemic? 

2. What strategies did faculty members use to navigate their professional and private 

lives during the enforced work-from-home regulations?  

3. How did faculty members experience institutional support during the pandemic? 

 

Methodology and Methods 

A qualitative phenomenological research design could clarify understandings of WLB 

in the new workplace where so much more is being done from home. We will conduct a 

qualitative interpretive study. What distinguishes phenomenology from other qualitative 

approaches is that it intends to understand the essence of the participants’ experiences, 

rather than developing a theory or an in-depth description of a case (Creswell, 2018). 

Our proposed study will take a qualitative phenomenological design. Phenomenology 

is both a philosophy and a research methodology (Forrester, 2010) and is closely associated 
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with the works of Husserl (1963) and Heidegger (1982). As a philosophy, it is an interpretive 

paradigmatic research approach. Phenomenologists are critical of the so-called objective 

reality independent of individual consciousness that is predominant in natural sciences 

(Hesse-Biber, 2017). They argue that phenomenology is a dynamic process with the 

researcher being active in the research process. As a methodology, it adopts an idiographic 

approach, i.e., it focuses on experiences at the individual level and seeks to understand the 

experiences of, and generates knowledge about, how people perceive them (Hesse-Biber, 

2017). A phenomenological approach is well suited to studying affective, emotional, or 

intense human experiences (Merriam, 2009). 

We began recruitment with our personal and professional networks using criterion 

and snowball selection. We will collect data via virtual interviews with 15-20 faculty members 

at Texas A&M University who have worked during the pandemic. The decision point for data 

collection will be based on when the data reaches saturation (Merriam, 2009). Based on IRB 

(Institutional Review Board) approval, interviews will be recorded after obtaining 

participants’ consent and will be transcribed verbatim for analysis. We will adopt thematic 

analysis as the data analysis method outlined by Braun and Clarke (2006). And to enhance 

accuracy and trustworthiness of the data, we will use member checking and peer examination 

(Creswell, 2012; Lincoln & Guba, 1985). 

Participants 

The logic of qualitative inquiries is to gain deep-understanding, usually working with 

small groups of participants (Hess-Biber, 2017). Participants or “information-rich cases” 

(Patton, 2002, p. 230) in this study will be 15-20 assistant to full professors, to maximize 

variability, at a research-intensive university in the US. research-intensive or tier 1 universities 

are universities that are committed to research as a central part of their mission. The decision 

point for data collection will be based on when the data reaches saturation (Merriam, 2009).  
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Abstract  

 

The purpose of the study was to test the effectiveness of the Hope-Centered 

Life Design Program for college students in Taiwan. We developed a 

curriculum program based on action-oriented Hope-Centered Career 

Counseling and the RAISE-up model that was previously developed by Tien, 

embedded them in Life Design Model. The experimental group, with 37 

participants, attended the Hope-Centered Life Design course, and the control 

group, with 30 participants attended a traditional career exploration course. 

The results of Mixed design ANOVA indicated a significant main effect. The 

students' perception of career complexity decreased. The students' post-test 

on Positive beliefs, Career control, and Life satisfaction increased significantly. 

The detailed findings were discussed. Suggestions for future research and 

practice were also provided. 

 

Keywords: career hope, life design, life meaning, college students 

 

Introduction 

In Taiwan, "future imagination and career path" has become a very popular term for 

college students under the educational reform in 2019. Many students take the course, 

“Career development and planning courses” during their college years. In this course, the 

students are encouraged to imagine the future world and explore career paths. The current 

research responds to the needs of future orientation in career exploration. To be more 

specific, we developed specific measures to help the students imaging the future world. In 

addition, we develop future-oriented career counseling programs based on practical and 
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theoretical concepts to stimulate their creativity and imagination of the future world, to 

improve their career adaptability to face various challenges in the future world of work. 

Specifically, the main purpose of this research was to explore the effects of the Action-

Oriented Hope Center program. The specific dependent variables include the students’ 

performance on career adaptability, perception of career chaos, life satisfaction, and meaning 

of life. 

 

Literature Review 

In the past ten years, due to the prosperous development of higher education, most 

college graduates did not directly enter the workplace after graduation. Many of them chose 

to apply for graduate studies. They choose to postpone employment time for a variety of 

reasons. In developmental psychology, it has been clear that emerging adults need to be 

taken care of. Arnett initially defined it as being between 18 and 27 years old young adults 

(Arnett, 2000, 2014). Young adults at this stage have increased their years of education. Also, 

the average age of marriage and childbirth has gradually been postponed.  

In Taiwan, Cheng, Liao, and Lin (2010) surveyed a sample of universities and found that 

as many as 67.1% of college students believe that they are not teenagers, but they are not 

adults, either. Xu (2014) also explored the career adjustment process of unemployed adults 

and found that unemployed young adults have obvious sources of stress. Adults need proper 

psychological and career adjustment counseling before they enter the stage of professional 

identity and stable employment. The current study intends to increase the emerging adults’ 

perception of future planning. The concepts of Hope-centered Career Counseling (Niles, In, & 

Amundson, 2014), Chaos Theory (Pryor & Bright, 2004), and life design (RAISE-up life design, 

Tien, 2015) were integrated into a program to enhance the students’ future vision, we call it 

Hope-Centered Life Design Program.  
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Methods 

Participants 

The participants consisted of 67 college students ages ranged from 18 to 27. They 

registered for the course entitled "Career Development and Planning”. For the experimental 

group, class A, there are 37 participants (9 males and 28 females). The mean age was 20.73 

years old, SD=.77. They majored in varieties of interest categories such as Social type 

(45.95%), followed by Realistic type (24.32%), Investigative (24.32%), and Artistic type 

(18.92%). None of them were from Enterprise and Conventional types. For the control group, 

class B, there are 30 participants (9 males and 21 females), the mean age was also 21.40, 

SD=1.69. As far as interest type, most of them are from the Social type of department 

(36.67%), followed by Realistic (23.33%), Investigative (20.06%), and Artistic (20.06%). 

Neither were from Enterprise and Conventional types. 

Instrument 

Career Adapt-Abilities Scale  

The "Career Adaptability Scale (CAAS)" was developed by Savickas and Porfeli (2012). 

There are 24 questions in total, divided into 4 subscales: Concern, Control, Curiosity, and 

Confidence. It takes a 5-point scale for scoring. The Chinese version was translated and 

validated by Tien (2012), with 493 adults (180 males and 313 females). The Cronbach's α 

coefficient of the full scale was .96, and the Cronbach's α coefficient for subscales was 

between .89 and .91, showing good internal consistency. In terms of validity, this scale has 

been reviewed by experts with content validity, and the confirmatory factor analysis 

supported the four-factor structure of the scale.  

Perception of Career Chaos Scale 

The "Perception of Career Chaos Scale (PCCS)" includes three subscales: Complexity, 

Constancy, and Chance. The complexity means that the individual could be aware of the 

complexity of career development. It helps in value clarification and encourages one to think 
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more thoroughly in decision making. Constancy refers to the appearance of repeated patterns 

in one’s life development. Some individuals might gain insight from the pattern and feel 

controllable about how to make a change in the future. The final subscale, chances, means 

that during career development some events happened coincidently. We believe that 

individual needs to be sensitive to unexpected opportunities, and make good use of the 

chances, even continue to create opportunities for oneself. There are a total of 36 items, 12 

in each of the subscales. The Cronbach’s α coefficient for the full scale is .87, and for the three 

subscales is .80, .74, and .86, respectively. In terms of validity, the confirmatory factor analysis 

also supported its construct validity. 

Life Satisfaction Scale  

The "Life Satisfaction Scale (SWLS)" was developed by Diener, Emmons, Larsen, and 

Griffin (1985). The original scale consists of 5 questions and is scored by a 7-point scale. It was 

translated and revised by Tien (2007). The Cronbach's α coefficient is .89. We reach the 

original scale from the website of Positive Psychology Center, University of Pennsylvania.   

Meaning of Life Questionnaire 

The "Meaning of Life Questionnaire (MLQ)” was compiled by Steger, Frazier, Oishi, and 

Kaler (2006). There are ten questions in total. This scale is available on the Internet in varieties 

of languages, which were free for non-profit research. We applied the MLQ-Traditional 

Chinese Version (Steger, Frazier, Oishi, Kaler, 2006). The Chinese version used in this research 

is taken from the following website: http://www.michaelfsteger.com /wp-

content/uploads/2013/03/MLQ-Chinese_traditional.pdf. The reliability coefficient for the 

total scale is .83 with a sample from 407 college students.  

Career Vision Scale 

The "Career Vision Scale (CVS)" was developed in the current study. There are five 

subscales: negative future, positive future, positive belief, job information, and family care. 

There are 29 questions in total, using a 6-point scale. The internal consistency coefficients for 
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the five scales with 407 emerging adults as a sample are .94, .80, .93, .81, and .90 respectively 

indicating that this scale has good internal consistency and stability. 

In terms of validity, this scale has been reviewed by experts with content validity, and 

the results of confirmatory factor analysis supported the construct validity. In addition, 

according to the evaluation results of the model's inherent structural fit, it shows that this 

model has good construction reliability and convergent validity.  

Zimbardo Time Perspective Inventory 

The "Zimbardo Time View Scale (ZTVS)" was developed by Zimbardo and Boyd (1999). 

We revised the ZTVS and the final version we adapted included four subscales: future positive, 

future negative, adventurous, and fatalism, total of 18 items. In terms of reliability, the 

Cronbach's α coefficient of the full scale is .71, and the Cronbach's α coefficients of the 

subscales are .88, .85, .92, and .79, respectively. For validity, this scale has been reviewed by 

experts with content validity, and the results of confirmatory factor analysis show that this 

model has a good fit. In addition, according to the evaluation results of the model's inherent 

structural fit, it shows that this model has good construction validity and convergent validity. 

Procedures 

 We invited the students who registered for the course "Career Development and 

Planning”. They signed the informed consent before attending the research. Those who do 

not sign the consent form do not have to finish the questionnaires. The conduction of the 

research was reviewed by the National Taiwan Normal University Research Ethics Review 

Committee with the case number 201801HS001. The contents include research purposes, 

methods and procedures, possible side effects and treatment methods, expected effects and 

benefits, confidentiality and retention of research materials, and participant rights. The 

signing process was provided by the research assistant who explains in the classroom. The 

first author was the program lecture who was not on the site when the research assistant 

does the research explanation.  
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Data analysis 

We applied the two-factor mixed-design analysis of variance (Mixed-Design ANOVA) to 

determine any change in participant’s performance in measures. For the follow-up interview 

transcripts, we applied content analysis to illustrate the effect of the hope-centered life 

design program for experimental group students. 

 

Findings and Discussion 

 In this study, a two-way mixed-design analysis of variance (Mixed-Design ANOVA) was 

used to analyze the difference between the experimental group and the control group before 

and after the test. In terms of statistical tests, whether the hypothesis of homogeneity of 

variance is passed will affect the appropriateness of the F test in the analysis of variance. Table 

1 is the correlation matrix for all variables. All subscales conform to the hypothesis of 

homogeneity of variance, so it is appropriate to apply two factors Mixed Analysis of Variance. 

The difference between the experimental group and the control group before and after the 

program is shown in Table 2. 

Career Vision 

For the Career Vision Scale, in the part of the experimental effect, the negative future [F(1, 

65)=0.48, p=0.49, η²=0.007] and the positive future [F(1, 65)=0.06, p= 0.81, η²=0.001], positive 

belief [F(1, 65)=0.57, p=0.45, η²=0.009], workplace information [F(1, 65)=0.09, p=0.77, 

η²=0.001], Family care [F(1, 65)=0.78, p=0.38, η²=0.012] there is no significant difference in 

the subscale. In the pre-and post-test part, the following shows that there are significant 

subscales. In the negative future [F (1, 65) =18.37, p=0.000, η²=0.22], the positive future [F(1, 

65)=6.65, p=0.012, η²=0.093], positive belief [F (1, 65)=7.87, p=0.007, η²=0.108], there is a 

significant difference between the before and after measurements of these three subscales. 

In the negative future subscale, the post-test scores were significantly lower than the pre-test 

scores, indicating that after one semester of courses, the students in the experimental group 
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and the control group had significantly lower negative views on their future careers; in the 

positive future subscale In, the post-test score is significantly higher than the pre-test score, 

which means that after one semester of the course, the experimental group and the control 

group have a significant improvement in their positive views on their future careers; in the 

positive belief subscale, the post-test score Significantly higher than the pre-test score, 

indicating that after one semester of courses, the experimental group and the control group 

of students have significantly improved their positive beliefs. The above results show that the 

impact on students is mostly the impact of attitude, and the results are mostly positive. For 

the future subscales, the positive part will increase and the negative part will decrease, and 

you will have a higher self-confidence in yourself. 

Career Adaptability  

In the Career Adaptability Scale, only the experimental effect of the Career Confidence 

Subscale and the interaction effect between the pre-and post-test are significant [F(1, 

65)=4.93, p=0.03, η²=0.071], and the simple main effect analysis is further carried out. We 

found that the experimental effect was not significant. Neither the pre and post-test 

differences were significant. In the part of the experimental effects, career concern [F(1, 

65)=1.37, p=0.25, η²=0.021], career control [F(1, 65)=0.22, p=0.64, η²=0.003], career curiosity 

[ F(1, 65)=0.81, p=0.37, η²=0.012], career confidence [F(1, 65)=0.10, p=0.75, η²=0.002], career 

cooperation [F(1, 65)=0.10 , p=0.76, η²=0.001] were all not significant. As far as the pre-and 

post-test comparison, there are significant differences in career control subscales, [F(1, 

65)=5.14, p=0.03, η²=0.073], the post-test scores were significantly higher than the pre-test 

scores, indicating that after one semester of courses, the students in both groups improved 

in career control. Both the Hope-Centered Life Design course and the traditional career 

courses promote students to think about career planning and start planning for their future. 

It is easier for students to think about their future careers.  

Perception of Career Chaos  
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The results indicated that the experimental main effect is not significant in  all the three 

subscale:  complexity (F(1, 65)=0.92, p=0.34, η²=0.014], constancy (F(1, 65)=0.01, p=0.94, η²) 

=0.000], chance [F(1, 65)=0.05, p=0.83, η²=0.001].  For the pre-and post-test, there is a 

significant effect on the complexity [F(1, 65)=10.39, p=0.002, η²=0.138] subscale. The post-

test scores are significantly lower than the pre-test scores, indicating that after one semester 

of courses, the student's beliefs about the complexity decreased significantly. It indicated that 

this Hope-centered Life Design program is useful for students to think in a more simple way 

about their careers. Students' imagination of their future careers might have been affected 

by various factors, such as family and interpersonal relationships, which were considered to 

be more chaotic. After the program, they seemed to be clear in value clarification and self-

construction in career development. 

Time Perspective Scale -Future-Oriented 

In the Time Perspective Scale, none of the subscale are significant in experiment effect: 

positive in the future [F(1, 65)=0.59, p=0.44, η²=0.009], and negative in the future [F(1, 

65)=0.77, p= 0.38, η²=0.012], adventurous [F(1, 65)=1.27, p=0.26, η²=0.019], and fatelism 

[F(1, 65)=1.26, p=0.27, η²=0.019].  

As far as the pre- and post-test comparison, there is no significant effect either: future 

positive [F(1, 65)=2.21, p=0.14, η²=0.033], future negative [F(1, 65)=1.48, p=0.29, η²=0.022] , 

Adventurous [F(1, 65)=0.44, p=0.51, η²=0.007], fatalism [F(1, 65)=0.33, p=0.57, η²=0.005]. 

Finally, in the interaction between the experimental effect and the before and after 

measurement, no significant either: future positive [F(1, 65)=0.10, p=0.76, η²=0.001], future 

negative [F(1, 65)=0.96, p=0.33 , Η²=0.015], adventurous [F(1, 65)=0.34, p=0.56, η²=0.005], 

fatalism [F(1, 65)=2.41, p=0.13, η²=0.036]. 

It seems that the students' time perspective has not changed significantly after the 

program. 

Life Satisfaction Scale 
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In the Life Satisfaction Scale,  the post-test score increased significantly [F(1, 65)=9.47, 

p=0.003, η²=0.127], indicating that after one semester, the students in both experimental and 

control groups have a significant improvement in life satisfaction. It is clear that during the 

class, the career, activities increased the student's future imagination and thus promote the 

students' life satisfaction. 

Meaning of Life Perceived by college students 

In the Meaning of Life Scale, none of the differences examinations are significant. It can 

be inferred that students have no significant changes in answering the meaning of life.  

Based on the results of the study, the Hope-centered Life Design program was as 

effective as the traditional one. Both programs could be helpful for young adults to develop 

future imagination and career vision.  

This Hope-Centered Life Design program was developed to focus on personal self-

reflection, clarification, and discovery of advantages in the future world, analysis of future 

trends, use of resources, development of opportunities, and adjustment. It is hoped that this 

will improve the career adaptability and career satisfaction of emerging adults so that they 

can go smoothly to the adult stage. 

 

Conclusion and Implications 

The sample of this study is mainly college students. The students who participate in the 

course choose their courses, so they cannot be randomly assigned. In addition, many of them 

have majored in social science and education. The male to female ratio of the participants is 

about 3:7. Therefore, the inference may be limited by the selection of samples. It is 

recommended that random sampling can be used for verification in the future if the 

conditions permit.  

This research is aimed at emerging adults, providing counseling and counseling 

practitioners' future development to promote students' vision of the future career. It can be 
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seen from the research results that the discussion about the career path helps students 

improve their knowledge of career chaos, and enhance their positive views on future careers, 

and enable students to explore the meaning of life diversely. In the course, students will 

enhance their knowledge of the workplace and understand the factors considered in their 

career choices. 
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Table 1 

Correlation matrix for study variables 

   1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 

1. Negative future  － -.23  -.53** -.39** .18  -.55** -.56** -.37** -.33** -.06  .35** -.04  -.18  -.41** .41** -.11  .09  -.10  -.23  

2. Positive future  -.17  － .59** .48** -.08  .14  .37** .22  .47** .10  -.28* .00  .21  .20  -.30* .26* -.25* .09  .16  

3. Positive belief  -.51** .66** － .67** .04  .30* .52** .37** .51** .19  -.30* .19  .40** .17  -.42** .20  -.14  .18  .45** 

4. Job information  -.24* .50** .49** － -.01  .43** .45** .44** .40** .27* -.11  .15  .32** .19  -.39** .25* -.19  .08  .36** 

5. Family care  .05  .12  .16  -.05  － -.35** -.06  -.07  -.15  -.01  .23  -.24  .13  -.13  -.09  -.13  .13  .19  -.01  

6. Career concern  -.42** .39** .43** .56** -.14  － .50** .56** .44** .21  -.01  .23  .17  .44** -.15  .04  -.11  -.06  .32** 

7. Career control  -.52** .41** .55** .37** .03  .48** － .56** .65** .29* -.29* .07  .22  .52** -.39** .01  -.21  .14  .38** 

8. Career curiosity     -.29* .55** .45** .48** .03  .65** .62** － .63** .30* .00  .19  .25* .34** -.17  .09  -.09  -.09  .10** 

9. Career confidence  -.41** .57** .52** .38** -.10  .56** .60** .71** － .30* -.02  .33** .35** .55** -.27* .13  -.37** .04  .43** 

10. Career 
collaboration 

 
-.20  .17  .12  .14  .00  .40** .32** .38** .28* － .01  .21  .13  .23  -.14  -.02  -.18  .28* .14  

11. Complexity  .44** -.12  -.34** -.06  .43** -.15  -.40** -.13  -.33** -.07  － .38** .23  -.09  .50** .15  .30* -.05  .17  

12. Constant  -.03  .42** .33** .36** .03  .52** .24* .53** .45** .25* .19  － .52** .13  .14  .31** .02  .12  .63** 

13. Chances  -.25* .55** .43** .36** .09  .56** .37** .63** .55** .22  -.03  .68** － .15  -.21  .36** -.17  .19  .58** 

14. Positive future  -.34** .32** .25* .31** -.02  .49** .49** .39** .48** .27* -.21  .23  .26* － -.18  .08  -.38** .22  .37** 

15. Negative future  .65** -.20  -.48** -.12  .02  -.16  -.39** -.10  -.23  -.02  .52** .20  -.06  -.21  － .07  .48** -.26* -.10  

16. Adventurous  -.16  .26* .25* .23  -.03  .15  .15  .33** .31* .06  -.02  .28* .39** .03  -.16  － .13  .08  .20  

17. Fatalism  .09  .02  .08  -.04  .18  -.14  -.02  .04  -.11  .06  .14  .17  .02  -.16  .23  .32** － -.24* .07  

18. Life satisfaction  -.23  .16  .34** .11  .26* .14  .45** .15  .19  .24  -.13  .02  .19  .29* -.35** .00  -.06  － .22  

19. Meaning of life  -.18  .46** .42** .40** .29* .52** .47** .60** .38** .43** .19  .53** .49** .37** -.11  .15  .22  .33** － 

 Note： Above the diagonal: Pretest; Below the diagonal: Posttest.   *p<.05. **p<.001 
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Table 2 

Descriptive Statistics for Pretest and Posttest of Experimental and Control group and Mixed ANOVA 

       Pretest   Posttest   
F 

      Experimental group   Control group  Experimental group   Control group  

Scales  item  Mean SD  Mean SD  Mean SD  Mean SD  Interaction Main effect Pre-Post 

Career Vision                    

Negative future  7  25.57 6.98  23.37 9.39  20.95 7.67  20.70 7.93  1.32 0.48 18.37** 

Positive future  4  17.00 3.09  16.90 3.55  17.92 3.24  17.67 3.08  0.05 0.06 6.65* 

Positive belief  7  27.43 5.95  29.30 5.91  29.97 6.01  30.10 5.63  2.14 0.57 7.87** 

Job information  4  17.32 3.24  17.47 3.84  17.89 3.13  17.30 3.84  0.88 0.09 0.26 

Family care  7   25.70 8.42   27.20 7.21   25.78 8.35   27.40 6.00   0.01 0.78 0.05 

Career adaptability                   

Career concern  6  24.89 2.78  25.80 3.17  25.24 2.74  25.90 3.11  0.21 1.37 0.68 

Career control  6  23.84 2.91  24.57 3.76  24.92 3.10  24.90 3.54  1.44 0.22 5.14* 

Career curiosity     6  24.73 2.22  25.60 2.31  25.27 2.89  25.37 2.63  1.49 0.81 0.24 

Career confidence  6  24.70 2.95  25.30 4.06  25.46 3.10  24.40 3.14  4.93* 0.10 0.04 

Career 
collaboration 

 
6   24.24 3.29   24.60 2.63   24.97 2.25   24.97 2.74   0.23 0.10 2.12 

Career chaos                   

Complexity  12  51.32 8.48  52.00 9.09  46.57 9.14  49.63 9.96  1.17 0.92 10.39** 

Constancy  12  53.92 5.98  53.03 7.04  53.86 5.40  54.53 7.13  0.97 0.01 0.84 

Chances  12   57.76 5.69   58.00 5.86   59.54 7.46   58.67 7.36   0.73 0.05 3.49 
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Table 2 

Descriptive Statistics for Pretest and Posttest of Experimental and Control group and Mixed ANOVA (cont.) 

 

       Pretset   Posttest   
F 

      Experimental group   Control group  Experimental group   Control group  

Scales  item  Mean SD  Mean SD  Mean SD  Mean SD  Interaction Main effect Pre-Post 

 
Time perspective                   

Positive future  7  33.05 4.55  32.33 5.15  33.92 4.80  32.90 5.60  0.10 0.59 2.21 

Negative future  4  12.73 3.83  13.97 4.77  12.62 3.84  12.97 4.06  0.96 0.77 1.48 

Adventurous  4  16.86 4.35  16.35 4.24  15.53 4.80  15.50 3.52  0.34 1.27 0.44 

Fatalism  3   8.43 2.67   9.80 3.68   9.16 3.48   9.47 3.52   2.41 1.26 0.33 

Life satisfaction  5   20.49 4.68   19.27 4.98   22.22 4.47   20.60 4.58   0.16 1.88 9.47** 

Meaning of life  10   51.14 5.81   52.37 6.74   51.30 7.79   53.40 6.55   0.40 1.21 0.76 

 Note. Experimental group N=37; Control group N=30   *p<.05. **p<.001 
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Abstract 

 

Career centers of universities and their activities play an essential role in 

determining career paths which stands out as one of the most critical decisions 

affecting students' lives. During the Covid 19 pandemic period, the duties of 

career centers were interrupted. In addition, getting support for career planning 

has become even more difficult in the Covid-19 pandemic for students. At this 

point, we have designed the online Career Planning Course and uploaded it to 

YTNK TV a digital education platform which is designed as a solution tool for 

students and academicians to provide equal opportunities for all students who 

are away from career counselling activities during the pandemic period. In this 

study, transferring of the present Career Planning Course to the online platform 

and the effects of digitalization are explained. 

 

Keywords: Online career education, career planning course, digital education, Covid-19, 

pandemic, YTNK TV 

 

Introduction 

Career planning is a process that enables people to make the right choice about their 

lifelong career path by combining their skills, competencies, interests and values with their 

departments that they studied (Maggio et al., 2021; Song, 2016). Universities must develop 

students’ career planning skills at the very early stages of their education to give them an 

advantage in business life and to let them develop themselves in the direction they want to 

pursue by getting support from well-equipped people to make career choices (Wong et al., 

2020; Brooks, 1995). In this sense, the points to be supported are to enable people to discover 

their levels of knowledge, skills, and competencies and to guide them to explore their 

interests. As seen in developed countries, Career Centers take place in the universities to 
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support the career development of the students. Career planning and career development 

are critical components in university career centers (Reese & Miller, 2006).These centers play 

an essential role for students and employers, educational institutions, and governments, and 

also for putting them together (Gülmez & Okur, 2021). They must offer a compulsory career 

planning and business life skills course for at least one semester in the first year of the 

university, and this course must include relevant information about business life (Atay et al., 

2019).  

Especially for newcomers, adjusting to university life and discovering the harmony of 

their characteristics with the area they specialize in is a stressful process. A career planning 

course is essential in this stressful process to get to know themselves, question their 

preferences, and draw their career lives in this direction (Sellers, 1990). Studies have shown 

that students who take this course develop self-confidence in making decisions about their 

careers and make their future choices more consciously (Lip, 2014; Reese & Miller, 2006).  In 

addition, it also enables students to make career planning by considering the ever-changing 

business world and different sectors (Lip, 2014). 

 

The Reason for Change: COVID-19 Pandemic 

Determining a career path is critical for adolescents and young adults (Arnett, 2000; 

Erikson, 1968). This decision may affect individuals' future economic and social status and 

even their lifestyle (Gati and Tal, 2008). While it has already become difficult to make this 

decision with increasing options and changing conditions in today’s world (Gati & Levin, 

2014), increased anxiety and stress due to Covid-19 will inevitably affect the decision-making 

process. 

The Covid-19 has caused fundamental changes in social and business life, and it has 

affected all segments and sectors of society in different ways. Changes in labor market, social 

life and particularly in education life significantly affected young people. Education and work-
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based learning have been severely disrupted (OECD, 2021a). As the international spread of 

Covid-19 increased and the situation worldwide worsened due to the pandemic, many 

countries closed schools and universities to reduce and control the spread of the virus. (OECD, 

2020). Based on the UNESCO report, 9 out of 10 students could not continue face-to-face 

education (Tadesse & Muluye, 2020). It is seen that students experience stress due to the 

transfer of courses to the online environment, postponed exams, and uncertain processes. 

During this period, many students are worried about their future careers (Aristovnik et al., 

2020; Aucejo et al., 2020). 

To reduce students’ anxiety about their future and career plans, some new 

implementations have arisen to meet young people’s changing needs and help them with 

their career planning. For example, in developed countries, online career counseling has 

become widespread, as well as asynchronous education (Maree, 2021).  

 

Our Solution Tool: YTNK TV 

It is known that digital platforms have very considerable advantages. For example, 

moving a course online can reduce the cost, provide students with the opportunity to do 

additional work and research, provide ease of access, and support the effective use of time 

(Alshamrani, 2019; Dumford & Miller, 2018). In addition to all these, the use of digital 

platforms for education has become much more critical with Covid 19 and even has become 

a necessity for the continuation of higher education.  

According to the European Commission's research on 114 higher education 

institutions on how to better prepare for the pandemic, the most common response was 

delivering and disseminating courses online (OECD, 2021b). In other words, the Covid-19 has 

caused to change of course designs and has spurred the acceleration of digitization in 

education and training (OECD, 2021b). In this process, it has been seen that the courses 

prepared by universities with different contents may create inequal opportunities for 
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students. At the same time, it has been observed that there are deficiencies in both 

transferring the content on career planning to digital media and having a well-designed 

platform. As a result of identifying this shortcoming and the lack of a common platform where 

the students, the academicians, and the professionals from different sectors can benefit, 

YTNK TV platform was prepared as a solution tool, 

YTNK TV is a digital education platform of Talent Gate. The Talent Gate is an online 

career platform that enables higher education students and graduates to meet with 

employers and universities. In addition, students can easily reach the job/internship 

announcements and postings, career counseling, career fairs, and activities such as project 

competitions, training programs, and seminars through the Talent Gate. 

The career planning curriculum and course contents were designed in a common 

standard for all universities in Turkey by human resources specialists, psychologists, and other 

subject matter experts. Also, information was given about the course and YTNK TV by 

communicating with the career centers and the academicians who teaching the course of all 

universities. The career planning course were implemented on YTNK TV, a digital platform, to 

provide easy access to students regardless of time and place and to provide them with equal 

opportunities. By entering YTNK TV, students can watch career planning courses and live 

broadcasts on the platform. Also, students can choose their university, student ID numbers, 

and academicians from the system and upload their homework given for the course to the 

YTNK TV platform so that their academics can see the course progress. Similarly, academicians 

can use YTNK TV as a learning management system to follow the students' progress and enter 

the course grades of the students. 

Content of the “Career Planning Course” 

The most crucial point to be considered while preparing the course is the needs of the 

target audience. For example, while interview techniques are more prominent for seniors, it 
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is more important to introduce concepts such as knowledge, skills, competence, and different 

sectors for freshmen (Brooks, 1995). 

Career planning course include topics that enable students to decide their careers and 

job search techniques (Sukenni et al., 2012). Therefore, besides the theoretical information, 

interviews with interns to senior managers from different sectors were included while 

preparing the career planning course content that implemented in YTNK TV. 

The course is designed to define themselves and be aware of future career 

opportunities, mainly starting from the first year. Studies show that the freshmen and 

sophomores benefit from the course more than others (Whiston et al.,1998) do. Also, it has 

content suitable for students who cannot get face-to-face career counseling and cannot meet 

with people from the sector at events such as career fairs. 

There are six primary learning outcomes of this course and 14-week course content 

was designed according to these outcomes. First learning outcome is recognition of career 

centers and their activities and establishing a link between the career center and the student. 

For this learning outcome, the first week of the course is about Career Centers. Second 

learning outcome is increasing self-awareness about concepts such as intelligence, 

personality, knowledge, skill, talent, and competency and the connection between these and 

career path. Third outcome is increasing awareness about the importance of developing soft 

skills in the career process. For these outcomes, second, third and fourth weeks include basic 

concept explanations like intelligence, soft and hard skills. Since it is one of the most critical 

aims of career planning courses to help students get to know themselves, providing basic 

descriptions of intelligence, personality and skills can be helpful. Students can learn the 

difference between hard and soft skills and how to explore their predispositions. Next two 

learning outcomes are informing students about activities that can contribute to their careers 

outside of their courses throughout their university life. The fifth and sixth weeks answer what 

a career is and what can be done in university to choose a better career path. These weeks 
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cover scholarship opportunities, exchange programs, social, sports, and academic activities 

that contribute to one’s future career path. Last learning outcome is about exploring career 

options. Six weeks of the course deeply examine different sectors. Since the pandemic 

prevented students from communicating with people working in the sector, the course 

included interviews with many people from public and private sectors, non-governmental 

organizations, academia, and entrepreneurship. Also, these interviews are included young 

talents. Interns and recent graduates took part in videos so that students could learn from 

the experiences of people close to their age. The last two weeks included Talent Gate and 

evaluation of the course. 

 

Table 1. Career Planning Course Content 

 

Week Course Title 

1 University Career Centers 

2 Intelligence and Personality 

3 Personal Characteristics 

4 Skills 

5 What is a Career? 

6 How Do I Prepare for My Career? 

7 Sector Days - National Non-Governmental Organizations 

8 Sector Days- International Non- Governmental Organizations 

9 Sector Days - Public Sector 

10 Sector Days- Private Sector 

11 Sector Days- Academy 

12 Sector Days- Entrepreneurship 

13 Talent Gate 

14 Evaluation 
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Besides direct course content, live broadcast programs that introduce the 

megaprojects of Turkey and the career opportunities in these megaprojects are available on 

the YTNK TV platform. During these live broadcasts, young talents who take part in these 

megaprojects share their experiences. With this feature, it makes a significant contribution to 

the learning outcomes listed above. 

 

Findings and Discussion 

The course contents have been prepared for the freshmen. By the end of July 2021, 

YTNK TV has been viewed approximately 5 million times, which clearly shows the students’ 

interest in this course.  

At the end of the 2020-2021 academic year, an online survey was conducted as the 

end-of-term evaluation of the course. The opinions of the students participating in the Career 

Planning Course are essential in measuring success. A total of 13,013 students from 32 

universities participated in the survey. 80% of the participants responded positively (Figure 1) 

to the items related that the course raises awareness about career planning, contains 

essential information for career development, and provides information about working life in 

different sectors. 

 
Figure 1. Distribution of Responses to Course Content 

80%

6%

14%

Positive Negative Undecided
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The students who took the course also stated whether they watched the course 

content directly on YTNK TV. To evaluate the effect of YTNK TV usage on student’s satisfaction 

with the course, we conducted a one-way between-subjects ANOVA. Results showed that 

there was a significant effect of using YTNK TV on students’ satisfaction (F (2, 13,159) = 

139.700, p = .000) (Table 2). Post hoc comparison indicated that students who used YTNK TV 

reported significantly higher satisfaction levels (M = 3.15, SD = .64) than students who did not 

use YTNK TV (M = 2.90, SD = .76) (p = 0.000, 95% C.I. = [0.21, 0.28]). Also, students who 

watched course partially from YTNK TV (M = 3.03, SD = .67) reported significantly higher levels 

of satisfaction than students who did not use YTNK TV (p = 0.000, 95% C.I. = [-0.16, -0.09]). 

 

Table 2. Results of One-Way ANOVA 

  Sum Sq df 
Mean 

Sq F p 

YTNK.TV 135.40 2 0.64 67.70 .000 
Residual 6366.18 13,160 0.48     

 

 

Considering the career selection processes of high school seniors, this course has 

precious content. Through this course, students explore different career paths and gain 

experiences that will help them make career choices. However, the closure of companies due 

to Covid-19, the cancellation of internship and travel programs significantly prevented 

students from experiencing different sectors. In this respect, the course offers students a 

critical perspective.  

 

 

Table 3. Descriptive statistics for satisfaction with YTNK TV usage 

YTNK.TV N Mean SD SE 
 [95% 

Confidence 
 

Interval] 

Yes 3,805 3.15 0.64 0.01 3.13 3.17 
Partially 4,378 3.03 0.67 0.01 3.01 3.05 

No 4,980 2.90 0.76 0.01 2.88 2.92 
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Conclusion and Implication 

It has been seen that students’ attitudes about course content and YTNK TV are 

primarily positive. In addition, the feedback received from the students who watched the 

course shows that the awareness about career planning has increased and that the students 

have gained a lot of information about business life in different sectors. 

In future studies, additions and improvements will be made in the Career Planning 

Course, taking into account the feedback from students, career center employees of 

universities, and managers of public and private companies. For example, the course can be 

expanded to affect different aspects of career development. The introduction of the five 

sectors is not considered sufficient in today’s conditions with the emergence of new 

occupational groups. For this reason, it is aimed to increase the scope of this informative 

content in the near future.  

Furthermore, due to Covid-19, it is seen that the career development of students is 

negatively affected in many countries. For this reason, it is aimed to transfer this course to 

countries that do not work on career development or cannot do it for various reasons. In this 

way, students in these countries will be able to catch up with the times. A solution to the 

inequality of opportunity will be offered within the country’s borders and on a global scale. 
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Abstract  

 

Social Cognitive Career Theory is an evolving framework that highlights 

cognitive-person variables, such as self-efficacy, along with other person and 

environment factors (e.g., gender, culture, barriers, supports), and outcome 

expectations, to shape people’s career progressions. Although the SCCT 

assumes that people exercise different degrees of control over actions and their 

consequences in their own career development, it also recognises conditions 

that can either limit or strengthen people’s abilities to influence their working 

lives and environments. The SCCT offers a unifying framework in explaining the 

career development theory on how people develop career interests; make 

career choices; and achieve varying levels of career success and stability in their 

work environment. Thus, in this conceptual paper, the SCCT is discussed in 

detail in explaining and understanding career progression among academicians 

in public research universities in Malaysia which would further help in 

improving strategies and career interventions among academics. 

 

Keywords: social cognitive career theory; career progression; academicians; public research 

universities 

 

Introduction 

Career progressions differ among academicians in public research universities in 

Malaysia, as in UM, UKM, USM, UTM and UPM. Even though the entry requirements and year 

of services are the same, after twenty-five years of academic experiences, these academicians 

hold different academic posts and titles in the academic field (Majlis Gemilang Putra UPM, 

2021). Having similar years of academic tenure do not ensure these academicians to have 

similar salary pay-offs and academic breakthroughs at the end of their career years. Past 
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studies regarding career progressions of academicians from year 2015 - 2021 were reviewed 

and included in this paper. Studies on career progression of academicians have been a 

prominent interest on gender stereotypes affecting career progression 

(Thanacoody, Bartram, Barker and Jacobs, 2006; Khan and Siriwardhane, 2021). Academic 

mobility and career progression also has its fair share of discussion (Morano-Foadi, 2015); and 

issues on career progression’s enablers and barriers among academicians  (Santos, 2016; 

Shah, Bashir and Amin, 2020).  In this conceptual paper, the Social Cognitive Theory is 

discussed in detail due to its utmost relevance in career progression as a unifying framework 

in explaining the career development theory on how people develop career interests; make 

career choices; and achieve varying levels of career success and stability in their work 

environment. 

The framework of Social Cognitive Career Theory (SCCT) - self-efficacy, outcome 

expectations and goals (Lent, Brown and Hackett, 1994; Lent, 2006) - represents a 

comprehensive conceptual framework in understanding vocational interest formation, career 

choice, academic/career performance and career satisfaction. Other studies of academics’ 

career progressions through the lens of SCCT include Kumar, Roberts and Thistlethwaite 

(2011) which looked into the entry navigation of academics whereas Crawford, Lloyd-Walker 

and French (2015) delved into career choice and the experience of project-based work. 

Cameron, Lee, Anderson, Byars-Winston, Baldwin and Chang (2015) looked into the role of 

scientific communication skills in trainees’ intention to pursue biomedical research careers 

whilst Mendez, Conley, Keith, Haynes and Gerhardt (2017) explored mentorship in the 

engineering professoriate. However, the SCCT theoretical framework should be relevant 

across the career lifespan (stability or change in basic interests and in choice goals) even to 

the extent to work adjustment themes and career/life milestone issues in greater depth. The 

academics’ dynamic and volatile environment, and learning experiences could assist in 

providing meaning and meaning-making among academicians in understanding their lived 

https://www.emerald.com/insight/search?q=P.%20Rani%20Thanacoody
https://www.emerald.com/insight/search?q=Timothy%20Bartram
https://www.emerald.com/insight/search?q=Michelle%20Barker
https://www.emerald.com/insight/search?q=Kerry%20Jacobs
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experiences with their careers’ progressions. It is believed that life experience generates and 

enriches meanings, while meanings provide explanation and guidance for the experience 

which further shape the contours of the academicians’ career development (Chen, 2001; Lent, 

2013). Thus, the objective of this conceptual paper is to understand the academic progression 

of academicians in Malaysian’s public research universities through the lens of SCCT. This 

paper is hoped to benefit these academicians in understanding their career progressions; to 

organisations - to understand the important role of organisations in influencing the individual 

career; and to human resource practitioners - they stand to benefit in accessing a broader 

spectrum of perspectives and tools in developing effective human resource programmes.  

 

Literature Review 

Career Progression Defined 

The concept of career progression is related closely to the idea of career development. 

Career development is a lifelong process of managing one’s career circumstances in order to 

move forward in achieving one’s career goals. One has to manage one’s education, work and 

leisure activities in a way that helps one to achieve the dreamed career future. As defined by 

Li, Tong and Wong (2012), career progression is the “systems of training, development 

programmes, promotion, incentives and salary of an organisation”. Career progression can 

also be described as the changes in one’s job roles that often lead to greater status, 

responsibilities, and sometimes salary (Coldwell, 2017). 

Many factors, i.e. gender stereotypes and leadership, work and family conflict, 

national culture, mentoring and informal networks, that can impact on an employee’s career 

progression (Thanacoody et al., 2006). Due to the dynamics on both the external and internal 

work environments, new forms of career management and progression are increasingly being 

adopted at the individual level to maximise career success. Career progression is one of the 

intrinsic conditions related to job satisfaction (Herzberg, Mausner and Synderman, 1959). 

https://www.emerald.com/insight/search?q=P.%20Rani%20Thanacoody
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Employees are now more inclined to create their own career agendas and establish 

benchmarks in measuring career success (Chin and Mohd. Rasdi, 2014). Personal and 

organisational influences on career progression must be identified to understand career 

progression changes over the duration of one’s career (Bown-Wilson and Parry, 2013). 

Practical guidance can be used by the human resource management and academics to 

facilitate career progression in academia (Thanacoody et al., 2006). Opportunities for career 

progression must be made known to all employees to avoid turnovers and improve retention 

(Eley and Francis, 2013).  

Career Progression from the Lens of SCCT 

 The SCCT (Lent et al., 1994; Lent, 2013) is a relatively recent approach to career 

development in understanding educational and occupational behaviour. It brings together 

common elements identified by earlier career theorists—especially Super, Holland, 

Krumboltz, and Lofquist and Dawis—and seeks to create a unifying framework in explaining 

how people develop vocational interests, make occupational choices, achieve varying levels 

of career performance, success and stability; and experience career satisfaction or well-being 

in the work environment. 

 The SCCT also complements questions that are relevant to developmental theorists, 

such as how work and other life roles all throughout the life-span and life-space of an 

individual become more or less prominent for particular individuals during their career years 

(Super), how individuals’ career options become constricted or circumscribed over time 

(Gottfredson), and how people are able to affect their own career developmental progress 

(Savickas) as stated by Lent et al. (1994). 

 

As career progression can be described as the changes in one’s job roles that usually lead to 

better salary, greater status, and responsibilities (Coldwell, 2017), one needs to face many 

decision points and treat the career decision-making process adequately (Super, 1980) in 

https://www.emerald.com/insight/search?q=P.%20Rani%20Thanacoody
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order to develop own career interests, choose career choices, achieve career performances 

and develop career satisfaction all throughout the journey of one’s career. 

Social Cognitive Career Theory  

SCCT by Lent et al. (1994) and Lent (2013) captured two predictors (self-efficacy and 

outcome expectations) (Gubler, Arnold and Coombs, 2013). Lent et al. (1994) had investigated 

how the usefulness of the SCCT is able to predict interests and goals relating to career choices 

and goals with engaging intentions. The SCCT focusses on the inter-communication and inter-

relation among a group of people with the environmental and behavioural variables that are 

hypothesised to influence the processes through which people would develop basic academic 

and career interests, make and revise their educational and vocational plans or choices; and 

achieve performances of varying quality in their academic. In 2006, Lent and Brown presented 

a fourth social cognitive model aimed at understanding career satisfaction experienced in 

vocational and educational pursuits. 

According to the SCCT’s overlapping models of career interests, career choices, career 

performances and career satisfaction, self-efficacy, which means “beliefs about one’s ability 

to successfully perform particular behaviours or courses of action”, promotes favourable 

outcome expectations (the consequences of given actions). People tend to develop interests 

in academic subjects after they obtain positive outcome expectations through strong self-

efficacy. Choice goals, relate to the intention to choose or persist at a particular course of 

action, are seen as the result from self-efficacy, outcome expectations, and interests (Lent, 

Lopez, Lopez and Sheu, 2008; Lent, 2013).  

As career progression is a continuous process of “systems of training, development 

programmes, promotion, incentives and salary of an organisation” and can also be described 

as the changes in one’s job roles that often lead to greater status and responsibilities 

(Coldwell, 2017), the interlocking four models of SCCT, starting from self-efficacy with positive 

outcome expectations, hold positive associations with vocational interests, which in turn are 
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positively related to choice goals, work performance and satisfaction (Cunningham, Bruening, 

Sartore, Sagas and Fink, 2005). 

Career Progression in the Academic Environment 

Common forces have begun to transform higher education systems due to the massive 

expansion of universities, internationalisation of academicians and students alike, 

globalisation of the institutions and marketisation of the work nature (Marginson, 2008). 

These global forces have caused new demands on education institutions and growing 

pressures on resources have become common occurrences in developed countries (Boyer, 

Altbach and Whitelaw, 1994; Bennion and Locke, 2010). 

Academics are now considered as civil servants, public employees or private 

employees and can be determined as whether their employment is subject to the public law 

(civil servants) or private law (employees) (Enders and Musselin, 2008). These conditions vary 

according to the history, resourcing and governance of the different national higher education 

systems. Expectations towards academic staff have also increased. They are expected to be 

more highly qualified, international in outlook, dynamic and useful to the wider society 

(Enders and Musselin, 2008). Emergence of a global higher education market also causes the 

internationalisation of students and academic staff to become more widespread (Marginson, 

2008). Austerity measures and increased focusses of universities worldwide on becoming one 

of the top universities in the world have changed the official responsibilities of academics 

(Heijstra, Steinthorsdóttir and Einarsdóttir, 2017). Thus, a healthy and thriving system of a 

Higher Education is also required as part of the provision of a supportive environment for an 

academic staff (Clarke, Kenny and Loxley, 2015).  

These changes have definitely created a volatile environment in the academic career 

of academicians. Higher education in Malaysia has also gone through a significant 

restructuring process at the beginning of the 1990s to fulfil the global demands. Under the 

new policy framework, higher education has been privatised and public universities have 
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been corporatised. In 2006, five out of twenty public universities in Malaysia are awarded the 

status of “Research University”. Every five years, this status is being evaluated to ensure these 

institutions are up to its mark as prominent research universities in the region. This trend of 

developing a research university in the region is reflected in the corporatisation of Australian 

universities and the changing of public universities into “entrepreneurial universities” in 

Singapore and “autonomous universities” in Indonesia and Thailand (Lee, 2002). 

The growth of research universities in Malaysia is also seen as furthering the nation’s 

aspirations to be a premier educational hub in the region. The government aims to fulfill the 

higher education transformational move in producing first class human capital through the 

roles of universities and academicians. In doing so, the curriculum development is expected 

to fulfill the market needs; research, development and commercialisation activities are part 

of the national innovation system; improved methods in teaching and learning; wider access 

to knowledge; achieving world standards and benchmarking through rankings; and the 

optimum use of resources (National Higher Education Strategic Planning – Beyond 2020, 

2004). Malaysian research universities are differentiated from other public universities in the 

country in terms of their focus on research and commercialisation activities. The primary 

concerns for Malaysian research universities are in achieving and maintaining their key 

performance indices in every five years: the quantity and quality of researchers, the quantity 

and quality of research, the number of postgraduate enrolments, the quality of postgraduate 

programmes, innovation, professional services and networks (Ministry of Higher Education 

Malaysia, 2011).  

Thus, in this volatile working environment in Malaysia’s public research universities, it 

is beneficial to understand how these academicians make meaning to what they are going 

through all throughout their career years as academics. Other career theories - Theory of 

Work-Adjustment; Holland’s Theory of Vocational Personalities in Work Environment; the 

Self-concept Theory of Career Development formulated by Super and more recently by 
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Savickas; and Gottfredson’s Theory of Circumscription & Compromise - offer culture-specific 

models that could be used to explain career development issues and phenomenon at a 

specific level (Leung, 2008). However, the SCCT highlights relatively dynamic and domain-

specific aspects of both people (e.g., self-views, future expectations, behaviour) and their 

environments (e.g., social supports, financial barriers). The SCCT is also more concerned with 

theoretical elements that may promote or hinder career behaviour across developmental 

tasks and periods (Lent, 2013). 

It is needful to understand how the academicians use their career-related learning 

experiences to support their self-efficacy beliefs, their outcome expectations and personal 

career goals to develop their own academic career interests, make career choices, achieve 

career performances and in the long run, fulfil their career satisfaction in being academicians. 

 

As academicians in public research universities face with numerous key performance indices, 

one would enquire oneself frequently - can I do or achieve this (self-efficacy beliefs)? If I do 

or achieve this, what will happen to my career progression (outcome expectations)? And - 

how much and how well do I want to do or achieve this? Am I willing to sacrifie my other 

personal needs or goals (personal goals)? 

 

Conceptualising Career Progression of Academicians in SCCT 

Lent (1994) proposed a social cognitive framework of understanding three intricately 

linked aspects of career development - the formation and elaboration of career-relevant 

interests; selection of academic and career choice options; and performance and persistence 

in educational and occupational pursuits. The three models of SCCT represent a 

comprehensive conceptual framework for understanding vocational interest formation, 

career choice and academic/career performance. Compared to other career theories, the 

SCCT highlights the dynamic and domain-specific aspects of both people (e.g., self-views, 
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future expectations, behaviour) and their environments (e.g., social supports, financial 

barriers). The SCCT is also more concerned with theoretical elements that may promote or 

hinder career behaviour across developmental tasks and periods (Lent, 2013). 

Model of Interest Development 

In the first Model of Career Interest Development, an individual’s occupational or 

academic interests at any point in time are reflective of his or her concurrent self-efficacy 

beliefs and outcome expections. Basic career interests could have developed at the entry 

point of one’s career. Personal performance accomplishments, vicarious learning, social 

persuasion, and physiological states would have influenced one’s self-efficacy beliefs. Over 

time, these self-efficacy beliefs would lead to specific career intentions or career goals. This 

process would repeat itself continuously over the career life-span until performance is 

attained with the required skills’ development (Lent, 1994). As stated by Kumar et al. (2011), 

the young doctors were interested in becoming academic doctors due to the early exposure 

to research, interaction with role models and mentors, visibility of career pathways, and 

career support for junior staff. Cameron et al. (2015) also agreed that prior scientific 

communication skills played a significant and independent role among biomedical and 

behavioural science trainees in their intentions to start their academic research careers. Thus, 

using the first model as a lens on academic’s career interests would help to understand how 

academicians would employ self-efficacy beliefs to influence their career interests in 

academics (Crawford et al., 2015). 

Model of Career Choice 

Lent et al. (1994) also partitioned the SCCT into two complementary levels of 

theoretical analysis. In the second Model of Career Choice, Lent, Brown & Hackett (2000) 

considered another level of analysis through several additional sets of variables - such as 

person inputs (e.g. sex and race), features of the environment or contextual affordances, and 

particular learning experiences - to influence career-related interests and choice behaviour. 
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Lent et al. (1994) hypothesised that person, environment, and behaviour variables affect one 

another through complex and reciprocal linkages. Through this model, in order to help shape 

the contours of academic and career development, academics must look into their academic 

career choices by reflecting on their personal characteristics and contextual affordances that 

could assist in making sound career choices. Academicians must make active construction of 

meaning in their interaction with career-related learning experiences to make sure their 

career progressions being carved as their expected outcomes. As stated by Crawford et al. 

(2015) in the findings, the rising awareness of project management as a career pathway has 

weaken the past trend of project management as a male-dominated career. This resulted in 

an increase entry by female employees into project-based careers as their first choice career.  

Model of Career Performance 

In the third Model of Career Performance, Lent (1994) proposed self-efficacy beliefs 

would influence career/academic performance both directly and indirectly through their 

effect on performance goals. Outcome expectations would also influence performance 

indirectly through their effect on goals. The SCCT’s model of performance focusses both on 

the level (or quality) of attainment individuals achieve in educational and work tasks (e.g., 

measures of success or proficiency) and the degree to which they persist at particular tasks 

or choice paths, especially when they encounter obstacles. Abilities and past performances 

might influence one’s self-efficacy beliefs either to positively trigger further career interests / 

choice goals / choice actions which later would influence performance domains and 

attainments. In understanding the career progression of academics, academics and research 

performance attainments would be the significant goals to guide academics to focus on their 

expected career progressions. Academicians need to develop personal networks or 

communities, highlight their diversity and access to information, emphasise the importance 

of developing appropriate relational and network support in order to improve their levels of 

academic attainments (Shah et al., 2020). 
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In 2006, Lent and Brown presented a fourth social cognitive model aimed at 

understanding work satisfaction experienced in vocational and educational pursuits. The 

fourth model forged closer linkages between vocational and organisational perspectives on 

job satisfaction. This fourth model does complete the career development’s content and 

process. This is due to the fact that as academicians are able to develop career interests with 

a career of their choice, academicians are able to establish a positive career environment to 

achieve work performance. Hence, this will influence academicians to experience work 

satisfaction, or well-being, in their academic and work settings (Schaub and Tokar, 2005)., 

However, as this conceptual paper is focusing on the career progression of academicians, the 

discussion of this paper limits to only the three earlier models. 

 

 

Figure 1. SCCT and Academicians’ Career Progressions 

 

As depicted in Figure 1, my conceptual paper focusses to understand the academic 

progression of academicians in Malaysian’s public research universities, i.e., UM, UKM, USM, 

UTM and UPM, from the lens of SCCT, not only through one model but all the three models 

of SCCT. Once an academician kicks off his or her career, he or she will react or perform a 
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particular behaviour (self-efficacy) which will trigger expected and favourable outcomes and 

expectations towards reaching one’s academic career goal. The behaviours could be so 

favourable to oneself that the self-efficacy reaction is added with profound interests which 

help to move or progress faster to one’s career goals and choices (Lent et al., 2008). During 

the tenure of twenty-five years, the academician’s career interests and choices may change 

based on the person inputs, contextual affordances and career-related learning experiences 

that one has gone through, or decision points that academicians have to treat adequately 

(Super, 1980). If any of the person-environment factors resulted in a negative outcome 

expectation, one may need to make decisions in order to guide his or her academic career 

progression back on track. The continuous process of meaning making of academic career-

related learning experiences to perform continuous positive behaviours in achieving one’s 

academic career goals and choices will create an academic career path and progression one 

needs. Furthermore, with the various key performance indices impose on academicians in 

Malaysian public research universities, one needs to do on-going evaluation and revision of 

his or her career performances and satisfaction to ensure the career progression is in order. 

As the concept of career progression is closely tied to the idea of career development, 

conceptualising academic career progression from the lens of SCCT portrays the lifelong 

process of managing one career circumstances in order to move forward in achieving one’s 

academic career goals (Coldwell, 2017). However, these academic career progressions differ 

among them as every academician has different career interests and career choices, and 

requires different career performances to achieve one’s career satisfaction. 

 

Implications 

As stated in the introduction earlier, career progressions among academicians in 

public research universities in Malaysia are different from one academic to another academic. 

This is due to the fact that Malaysian research universities differ from other public universities 
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and have a different academic working environment even among the private higher 

education institutions in Malaysia in terms of the focus on research and commercialisation 

activities. The primary concerns for Malaysian research universities are in achieving and 

maintaining their key performance indices: the quantity and quality of researchers, the 

quantity and quality of research, the number of postgraduate enrolments, the quality of 

postgraduate programmes, innovation, professional services, and networks. For example, 

even though two academicians are being newly appointed to work in any public Malaysian 

research universities with the same entry requirements, after twenty-five years, these 

academicians would hold different posts and titles in the academic rank. Having similar years 

of academic tenure do not ensure these academicians to have similar salary pay-offs and 

academic breakthroughs at the end of their career years. Their performance outputs in terms 

of the dedicated key performance indices would also show different numbers and results 

being achieved. Career-related learning experiences that have been faced by these 

academicians during the many years of tenure would assist them in providing meaning and 

meaning-making of their career progression and development by revising and re-evaluating 

their career decisions in order to develop their own career interests and choices, achieve their 

own career performances and fulfil their own career satisfaction (Heijstra et al., 2017; Janib, 

et al., 2021). 

Thus, being able to understand the academicians in Malaysia’s public research 

universities making meaning of their lived learning experiences with their careers have its 

implication for further research on the practical implications of career progression by HRD 

practitioners. The study of epistemology could help discover the underlying meaning of 

events and activities happen and interact with one another through in-depth perspectives 

and subjective point of views of the academicians (Groenewald, 2004). Career development 

is not an “individual-only” issue. Organisations must share some responsibility in developing 

the individual employees to progress further in their careers (Upton and Egan, 2007). 
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Conceptualising academic career progression from the lens of SCCT would help to 

portray the lifelong processes of managing one’s academic career in order to move forward 

in achieving one’s career goals. The SCCT aims at explaining how the three models of SCCT - 

career interests, career choices, and career performance - would influence academicians in 

developing their career interests and choices besides achieving career performance and 

satisfaction (Schaub and Tokar, 2005; Lent, 2013). During the twenty-five years’ work tenure, 

shifts in career interests are largely due to the changing self-efficacy beliefs and outcome 

expectations. Changes in career choices are also made through person-inputs, contextual 

affordances and career-related learning experiences. Career performances and satisfaction 

are achievable as academicians are well aware and make meaning to the on-going processes 

of career decision-making and create a career progression path one aims for. One’s career 

progression is normally straightforward if a good decision has been made (Hodkinson, 2009).  

Thus, having the SCCT as the theoretical framework has universal validity and 

applications to the HRD discipline in providing a conducive career development for all 

academicians in public research universities in Malaysia. The SCCT’s three models could be 

used to explain career progression issues and phenomenon (Blanco, 2011) face by these 

academicians in paving their unique academic career progression. In-depth understanding 

would be valuable to inform research, policy and practice. 

 

Conclusion and Limitations 

More empirical studies should be conducted to study the academicians’ career 

progressions. Further studies could help to reveal new findings and additional factors which 

would be beneficial to the public higher education institutions in helping these academicians 

improve their career development and progression. This conceptual paper proposes that 

career progression could be looked into from the SCCT’s perspective. This paper presents a 

theoretical support on how the three models of SCCT could assist academicians in developing 
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and achieving their career interests, choices, and performances. Therefore, future research 

could be carried out to empirically examine the relationship of all variables as depicted in 

Figure 1. The empirical proof acquires may add to the existing literature on career progression 

among academicians. 
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Abstract  

 

By integrating core-surface traits theory with trait activation theory, we examine 

how and when employees’ protean career orientation (PCO) improves creativity 

and proactivity. We argue that PCO has positive indirect effects on creativity and 

proactivity via learning goal orientation (LGO). Moreover, we postulate that two 

contextual factors, supervisory knowledge sharing (SKS) and organizational vision 

sharing (OVS), act as critical situational cues that moderate the anticipated 

positive link between PCO and LGO, thus conditioning the mediation pathways 

leading to enhanced creativity and proactivity. Based on a three-wave field survey 

among 358 Japanese employees and their immediate supervisors, our findings 

supported the predicted effects. Specifically, the indirect effect of PCO on 

creativity and proactivity via LGO was positive and significant when individuals had 

more SKS or when OVS is low but not when the reverse was true. Implications for 

research and practice are discussed along with the study’s limitations and future 

research. 

 

Keywords: Protean career orientation, learning goal orientation, supervisory knowledge 

sharing, organizational vision sharing, creativity, proactivity. 
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Abstract  

 

This Hong Kong study evaluated a strengths-based career intervention program 

for secondary school students with special educational needs. The treatment 

group comprised 19 boys and 13 girls with SEN from 5 schools, with an additional 

28 SEN students forming the control group matched for age, gender and parents’ 

education level. Pre- and post-intervention questionnaires covering career 

development self-efficacy, personal and social development, and meaning in life 

were administered to both groups. Several months after the intervention, 

participants, teachers and social workers involved were interviewed to evaluate 

effects of the intervention. Findings indicated significant interactions between 

Time 1 and Time 2, and between control vs. treatment groups in personal goal-

setting, career goal-setting, and presence of meaning in life. Several themes 

emerged from the interviews suggesting that the intervention had positive effects 

on SEN students’ career, personal and social development, self-efficacy, and 

meaning in life.   

 

Keywords:  career development, meaning in life, self-efficacy, special educational needs 
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Abstract 

 

School career guidance assists students by giving support or advice at school for 

the preparation of their post-school educational and career success. At present, 

career guidance has existed in schools as a part of non-formal education. This 

study focuses on the effect of career related intervention for the learning 

outcome of senior secondary level students in Sri Lanka. More specifically, the 

relationships of school career guidance program participation with students’ 

career competency, career identity, learning motivation and fit regarding school 

direction were investigated by analysis of covariance and causal mediation 

analysis. As a result, the program participation had positive effects on all the 

outcome variables. We did not identify the interaction effects of gender and 

participation in the program on those outcome variables and the mediation of 

career competency and career identity on the causal path between the treatment 

and learning motivation and fit regarding school direction.  

  

Keywords: school career guidance program, career competency, career identity, learning 

motivation, fit regarding school direction 

 

Introduction 

Career guidance is mostly driven through the education system in which young people 

prepare themselves to enter the world of work. Therefore, career guidance in schools plays a 

vital role by assisting students to make better choices for their lives in terms of their academic 

and occupational abilities and competencies (Career Guidance Section, Hong Kong, 2014). 

Career guidance is thus used in schools to identify students’ interests and needs through 

exploring their career paths (Ho, Ming, & Leung, 2016) Therefore, school career guidance 
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refers to the provision of support or advice to students to prepare them for their success in 

their post-school educational and career paths (Tomaszewski, Perales, &  Xiang, 2017).  

 In schools, career guidance programs (CGPs) aim to improve students’ career 

competency and career identity. Activities that enhance them to reflect on potential careers 

strongly correlate with career competency (Kuijpers, Meijers, & Gundy, 2011). Activities that 

make students link to their passions, interests, and competencies with acceptable career roles 

connect to their career identity (Meijers & Lengelle, 2012). Therefore, CGPs help students 

establish clear goals regarding their desired career. Moreover, career competency and career 

identity are expected to enhance learning motivation that makes students learn effectively. 

This motivation further leads to better decisions regarding their choice of academic major. 

Consequently students are more likely to feel satisfied with the fit of their aptitudes and 

occupational wishes with the content of the academic major they wish to pursue (Meijers, 

Kuijpers, & Gundy, 2013).  

 On the basis of the discussion above, the present study aims to identify the impact of 

CGP on senior secondary-level students in Sri Lanka in terms of the effects on the outcome 

variables (career competency, career identity, learning motivation, and fit regarding school 

direction).  

The structure of this study is as follows. After this introduction, the next section 

reviews the literature concerning school career guidance and its effects followed by 

methodology, results and discussion. The final section concludes. 

 

Literature Review 

Career guidance is an intervention activity in a broad sense that guides people in 

choosing a career path. In the realm of educational sociology, it is described as “potential 

encouragement in relation to the formation of student’s career paths” (Mochizuki, 2011). 

Previous literature shows that career guidance in schools is mainly used for the career 
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decision-making process (Zafar, 2019) and reveals evidence that career guidance reduces the 

difficulty of the career decision-making process. Specifically, career guidance is the most 

important in secondary schools, as adolescence is an appropriate period for the career 

decision-making process. Therefore, it is important to obtain adequate career guidance in 

secondary schools. A study conducted among Croatian high school students showed that 

regular CGPs foster students’ vocational development (Babarović & Šverko, 2016). Moreover, 

career guidance assists students in making decisions in selecting courses in schools.  

When considering about models for CGPs, which followed different approaches such 

as talented machine approach (Akkok, 2015), psychological approach, pedagogical approach 

(Neary, Hooley, & Morris,  2016;  Liu, Huang, & Wang, 2014), CGP may include self-

assessment, explore the work of world, career planning and management.  On the basis of 

the existing approaches, Career Guidance Section, Hong Kong (2014) developed a pragmatic 

and theoretically sound model for school CGPs that consists of all above mentioned 

components. Therefore, we used their model for developing our CGP. The proposed CGP 

aimed to improve students’ career competency, career identity, learning motivation, and fit 

regarding school direction of the students who participated in this model of CGP.  

Career competency is defined as “knowledge, skills, and abilities central to career 

development, which can be influenced and developed by the individual” (Akkermans, 

Brenninkmeijer, Huibers, & Blonk, 2013) Career competency consists of different competency 

levels and each competency includes a set of understandings, skills, and attitudes that are 

required to guide our lives from the learning to working world. Meijers et al. (2013) confirmed 

that the leaders or the managers of education show the possibility of developing career 

competency among students through CGP. Based on the above-mentioned argument, 

hypothesis 1 is developed.  

H1: Career guidance program positively effect on career competency 
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According to the previous literature, career identity is defined as a “dynamic 

multiplicity of personal positions or voices regarding work” (Meijers & Lengelle, 2012). 

Moreover, “career identity was defined as the commitment a person has toward specific 

occupational activities or a specific career” (Meijers et al., 2013). According to Kunnen (2013) 

and Lengelle, Meijers, Poell, and Post (2014) career guidance acts as an intervention program 

that supports individuals to gain knowledge, information, skills, and experience to identify 

career opportunities. Furthermore, Meijers and Lengelle, (2012) emphasize that a strong 

career learning environment provides a large scope of possibilities for teachers to develop a 

new career identity, which inevitably transfers to the students Thus, hypothesis two was 

developed.  

H2: Career guidance program positively effect on career identity 

Learning motivation is a driving influence from internal (intrinsic) or external 

(extrinsic) forces that give students the power to learn effectively. CGP help students establish 

high expectations and clear goals regarding their desired careers and take appropriate 

decisions regarding academic majors which is considered to motivate students more for 

learning.. Adeusi, Adekeye, and Babalola (2016) found that students who have participated in 

CGP are more motivated toward school than those who do not participate in CGP. 

Furthermore, Smitina (2010) confirmed that youth who have selected study programs 

according to their interests simply develop learning motivation about the particular 

study/program/subject. This process of introducing interest orientation or career orientation 

can be done through the CGP. Based on the above evidence, hypothesis three was developed.  

H3: Career guidance program positively effect on learning motivation 

Decision-making regarding educational choices in the secondary schools depends on 

how well students understand themselves and are aware of their abilities, interests, and 

talents (Smitina, 2010). Empirical studies show that CGPs provide educational satisfaction or 

academic major satisfaction among high school students (Cimsir, 2019). Satisfaction with 
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school direction can be expected due to the mediating effect of career competency and career 

identity that are obtained during the CGP. Moreover, the evidence of the positive effect of 

career guidance toward fit regarding school direction is shown by Wierik, Beishuizen, and Van 

Os (2014). Accordingly, hypothesis four was developed.  

H4: Career guidance program positively effects fit regarding school direction  

As an additional analysis, we examine the moderation of gender on the hypothesized 

effects. We have no specific idea about either female or male students are more sensitive to 

the CGP participation, although there may be some differences mainly due to the gender gap 

in society. Therefore, we are motivated to explore the potential moderation. As we already 

argued when developing H3 and H4, career competency and identity are expected to mediate 

the effect of CGP participation on learning motivation and fit regarding school direction. For 

example, CGPs may enable students to develop career competencies and, in turn, learning 

motivation. Through CGP, students become able to develop learning motivation according to 

the career competencies they develop independently. This is the mediating effect of career 

competency.(Meijers et al., 2013) showed the contribution of career competencies to 

learning motivation, Furthermore, they found that career competency has a positive effect 

on quality of study choice and fit with learning direction. 

Also, we can expect the mediation of career identity. Career interventions in 

secondary-level schools aim at the development and actual use of career identity, which may 

have positive effects on students’ career decision-making skills that are important for 

academic major selections (Meijers et al., 2013). Furthermore, the same literature showed the 

direct positive contribution of career identity on learning outcomes.  

The conceptual framework (Figure 1) was used to describe the effects of the CGP on 

the four outcomes as well as the mediating effect of career competency and career identity 

on the effect of the CGP on learning motivation and fit regarding school direction.  
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Figure 1. Conceptual Framework 

 

Methodology 

Two samples selected from the students who finished General Certificate of Education-

Ordinary Level in 2018 and hoped to attend the General Certificate of Education-Advanced 

Level in 2021 from Ibbagamuwa Central College in Sri Lanka, a national and gender-mixed 

school. Thus, a total of 267 students (134 students in treatment group and 133 students in 

control group) participated in this study. Teachers divided students into the treatment and 

control groups through a lottery method using students’ index numbers. Students from the 

treatment group participated in a ten-day CGP. Students of the control group also had 

opportunities to participate in the CGP after the data collection process was completed. Data 

collection was implemented thrice using self-reported questionnaires before the CGP, just 

after the CGP, and six months after the CGP. Before and right after the CGP, students’ levels 

of career competency and career identity were measured by each questionnaire. Learning 

motivation and fit regarding school direction were measured after six months because it takes 

time to adjust for each selected education stream and develop motivation within students. 



The Joint Conference of AHRD-ARACD 2021 

405 
 

Participation in the school CGP is an independent variable in this study. The content of 

the school CGP includes three sections: self-understanding and self-development, career 

exploration, and career planning and management. As the main part of self-understanding 

and self-development, mind mapping tests help access students’ prevailing characteristics 

because it is a brilliant and powerful graphical tool that provides a universal key to cracking 

the potential of the human brain. Therefore, in the school CGP, mind mapping assists students 

in linking their prevailing characteristics with the next section, career explorations (Jones et 

al., 2012) that was defined as “purposive behavior and cognitions that afford access to 

information about occupations, jobs, or organizations that was not previously in the stimulus 

field” (Stumpf, Colarelli, & Hartman, 1983). Career exploration activities are an essential part 

of the career guidance process, as they reveal information about available fields of study and 

employment opportunities. Based on this exploration, career planning and management as 

the final section of school CGP may involve more effectively setting tentative occupational 

desires and academic targets to achieve learning and career aspirations (Career Guidance 

Section, Hong Kong (2014). Moreover, in this section, students’ academic activities with 

occupational options are compared. In addition, students sharpen their employability skills, 

decision-making skills, and management skills required for success in their career path.  

The measurement of outcome variables, career competency, career identity, learning 

motivation, and fit regarding school direction were conducted as follows. Career competency 

was measured by well-structured Career Competency Questionnaire (CCQ) with 18 questions 

Akkermans et al. (2013). (Cronbach’s a = 0.794). An example item is: “I know which skills I 

possess.” The measures on career identity were modified from the Vocational Identity 

Measure (VIM), which was introduced in Gupta, Chong, and Leong (2015). This scale measures 

how students were aware of their stable career goals, interests, and abilities and consists of 

23 items (Cronbach’s a = 0.898). For example: “I know what kind of work suits me best.” CCQ 

and VIM questionnaires consisted of a five-point Likert scale that is used to allow individuals 
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to express the extent to which they agree or disagree with each item.  Learning motivation 

was measured with 28 items using a scale modified from Academic Motivation Scale (AMS) by 

Karin and Utvær (2016). Items are measured on a seven-point Likert scale ranging from 1 (Does 

not correspond at all) to 7 (correspond exactly). An example item is: “For the pleasure I 

experience when I discover new things never seen before.” Fit regarding school direction was 

measured after six months of the CGP, after studying in the students’ selected academic field 

by one question regarding the academic major they selected, “the school direction I have 

chosen is fit with my aptitude and occupational wishes”.  

IBM SPSS Statistics version 23 package was used for the main analysis and moderating 

effect analysis. One-way ANCOVA test or Kruskal Wallis test was conducted to analyze the 

effects on the change of career competencies and career identity from “before the CGP” to 

“immediately after the CGP”. Independent sample t-test or Mann Whitney u test were 

conducted to determine the effects on learning motivation and fit regarding school direction 

six month after the CGP.  

The moderating effect of gender on the main effect was determined by a two-way 

ANCOVA and a two-way ANOVA test. For the outcome variable of career competency and 

career identity for checking the moderating effect, ANCOVA can remove the obscuring effects 

of pre-test data. For the outcome variable of learning motivation and fit regarding school 

direction, there is no pre-test data. Therefore, two-way ANOVA was used to analysis.  

Mediating effect of intermediate variables (career competency and career identity) on 

the causal path between CGP and outcomes (learning motivation and fit regarding school 

direction) was analyzed by causal mediation analysis. It enables us to overcome the limitation 

of conventional mediation analyses using structural equation modelling and path analysis by 

identifying the causal effect of a mediator on an outcome. This analysis was conducted with 

causal mediation software in the statistical computer language R (version 4.0.1) and R Studio 
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(Imai, Keele, Tingley, & Yamamoto, 2019; Imai, Keele, & Tingley, 2010; Imai, Keele, & 

Yamamoto, 2010; Imai, Keele, Tingley, & Yamamoto, 2011). 

 

Figure 2. Causal Mediation analysis 

 

 

Table 1. Causal Mediation effect (Modified from Pearl, 2001) 

 

 Participation CGP (T=1) Not Participation CGP (T=0) 

Career Competency if 
Participation CGP (Mi=1) 

Yi(1,Mi (1))  

Career Competency if not 
participate CGP (Mi=0) 

Yi(1,Mi (0)) Yi(0,Mi (0)) 

 

As shown in Figure 1, the conceptual framework has two mediators. Keele, Imai, 

Yamamoto, Tingley, and Hirose (2014) mentioned that “for each mediator, the other 

mediators are neither pre-treatment nor post-treatment confounders (since by construction 

they have no causal effect on the mediator of interest). Therefore, one can consistently 

estimate the desired effects by simply applying the mediate function successively by ignoring 

the existence of other causally unrelated mediators.” Therefore, in this study, the conceptual 

framework is broken down into four models with one mediator and one outcome, as shown 

in Figure 2 and Table 1.  
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Table 2. Models used in the analysis 

Structure 

Treatment 

(independent 

variable) 

Mediator Outcome (dependent variable) 

Model 1 CGP Career Competency Learning Motivation 

Model 2 CGP Career Competency Fit Regarding School Direction 

Model 3 CGP Career Identity Learning Motivation 

Model 4 CGP Career Identity Fit Regarding School Direction 

 

Sensitivity analysis was done for checking the robustness of the results for average 

causal mediation effect and average direct effect for the violation of important assumption 

called sequential ignobility (SI) (Imai, et al., 2010(a); Imai, et al., 2010(b)). This analysis is, in 

particular, to confirm the causal effect of a mediator on an outcome.  

 

 Results 

For testing hypothesis 1, all the assumptions of ANCOVA such as the continuity of 

dependent variables and covariates, categorical independent variables, independent 

observation, no significant outliers, normality of distribution, homogeneity of variance and 

homogeneity of regression slope were met. It was revealed that the CGP has a positive effect 

on career competency (F (1,264) =562.429, p=0.000, partial η2=0.681, observed power=1. 

000) and therefore hypothesis 1 was supported. Hypothesis 2 was examined by the Kruskal 

Wallis f test due to the violation of normality, although other assumptions of ANCOVA were 

satisfied. The result showed there was a significantly higher level of career identity among the 

CGP participants than the non-participants (chi-square is =180.869, p=0.000) and hypothesis 

2 was supported.  

As to testing hypothesis 3, assumption of independence, normality and homogeneity 

of variance was met and so the independent sample t-test was adopted. The results supported 

hypothesis 3 with significantly different level of learning motivation between the groups who 
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participated in the CGP (M=5.325, SD=0.540) and those who did not participate in the CGP 

(M=3.567, SD=0.452) (t (265) = 27.052, p = 0.000). Hypothesis 4 was examined by the Mann-

Whitney U test due to the violation of normality, although other assumptions of the 

independent t-test were satisfied. The result showed that satisfaction with the selected 

education field is significantly higher in the group that participated in the CGP (Mdn =134) 

than those who did not participate (Mdn =133) (U = 6,423, p = .000). Hence, hypothesis 4 was 

supported. 

With regards to the interaction effect of gender and participation in the CGP on the 

outcomes, all the assumptions for two-way ANCOVA such as normally distributed residuals for 

each combination of levels of the independent variables, linear relationship between the 

covariate and the dependent variable, homogeneity of the regression slope and equal 

variance have been met. Two-way ANCOVA was conducted to determine whether there was 

a statistically significant difference between the participating and non-participating groups 

regarding career competency and career identity. According to the results there is no 

interaction effect on career competency, (F (1,262) = 3.219, P=0.074, partial η2= 0.012, 

observed power= 0.432) and there is no interaction effect on career identity (F (1,262) =0.612, 

P=0.435, partial η2=0.002, observed power=0.122). Moreover, two-way ANOVA tests were 

used to identify the interaction effect of gender and participation in the CGP on the other 

outcome variables, learning motivation and fit regarding school direction. As the results, there 

was no interaction effect on learning motivation, (F (1,263) =0.600, P=0.439, partial η2=0.002, 

observed power=0. 121). and there was no interaction effect on fit regarding school direction 

(F (1,263) =2.438, P=0.120, partial η2=0.009, observed power=0.343). Thus, there is no 

moderation effect of gender on the effect of CGP participation on all the outcome variables.  

The conceptual framework (Figure 1) presents direct and indirect relationships 

between CGP and learning motivation and fit regarding school direction. Summarized results 

of causal mediation analysis including p values of each path are shown in Table 3.  
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Table 3. Results of the causal mediation effect 

 

According to the result, all the four indirect effects of CGP were not significant. On the 

other, all the four total effects of CGP were significantly positive, because there were 

significantly positive direct effects of CGP on learning motivation and fit regarding school 

direction.  

 

Discussion 

The results supported all the four hypotheses; more positive scores of outcome 

variables, that is, career competency, career identity, learning motivation, and fit regarding 

school direction, were obtained by the students who participated in the CGP than those who 

did not. We could confirm the findings in the literature, and it is meaningful because our 

research design was experimental and so we can be more convincing about the causal effects 

of the CGP.  

Model Relationship 
Estimate 

Value 
P value 

Model 1 

CGP→CC→LM (ACME) Indirect effect 0.176 0.110 

CGP→LM (ADE) Direct effect 1.579 0.000 

Total effect 1.755 0.000 

Model 2 

CGP→CC→FSD (ACME) Indirect effect 0.101 0.584 

CGP→FSD (ADE) Direct effect 0.478 0.048 

Total effect 0.579 0.002 

Model 3 

CGP→CI→LM (ACME) Indirect effect 0.015 0.910 

CGP→LM (ADE) Direct effect 1.564 0.000 

Total effect 1.579 0.000 

Model 4 

CGP→CI→FSD(ACME) Indirect effect -0.073 0.732 

CGP→FSD (ADE) Direct effect 0.551 0.088 

Total effect 0.478 0.048 
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Instead of a moderating effect, this study reports the equivocal results of gender on 

the relationship between participation in the CGP and the outcome variables. This may be 

because the Sri Lankan education system provides equal opportunities for students of 

different genders due to the free nature of the country’s education system.  

In this study, the mediating effect of career competency on learning motivation and fit 

regarding school direction was not found to be significant. The literature indicated that there 

would be a positive indirect effect, but due to the incompatibility of the prevailing curriculum 

with career guidance activities, a gap was created. Due to this gap, we might find an 

insignificant mediating effect of career competency and career identity. Adolescent students 

do not have opportunities to engage in a job in a real work environment. Depending on the 

curriculum, students in each education stream have differently customized educational 

experiences and curriculum structure but they are normally held in school and do not follow 

up the proposed CGP. So far most of Sri Lankan secondary schools cannot afford to facilitate 

more work-related experience for the students as is done in developed countries. Therefore, 

in the Sri Lankan context, the learning motivation and satisfaction for the selected education 

stream of secondary-level students cannot be accelerated by career identity and competency 

improvement. 

Even after controlling the mediation of career competency and career identity, there 

was a significant direct effect of the CGP on learning motivation and fit regarding school 

direction. This may be due to the effective and basic skills students obtained through the CGP 

such as self-management, positive attitude toward learning, interpersonal skills, teamwork, 

and positive self-image. Furthermore, the unobserved advantages of the CGP such as high 

expectations, clear routines, and general self-efficacy resulted in a positive effect on learning 

motivation and fit regarding school direction. 

 

 



The Joint Conference of AHRD-ARACD 2021 

412 
 

Conclusion 

The main purpose of this study was to identify the impact of CGP on senior secondary-

level students in Sri Lanka in terms of the effects on the outcome variables (career 

competency, career identity, learning motivation, and fit regarding school direction). The 

study found that the proposed CGP had consistently positive effects on secondary-level 

students in Sri Lanka in terms of career competency, career identity, learning motivation, and 

fit regarding school direction. These findings are consistent with the results of previous 

empirical studies, which have shown that individuals who participated in career guidance 

interventions were more likely to progress to positive learning outcomes. However, we did 

not find the mediation of career competency and identity for the relationship between CGP 

and learning motivation as well as fit regarding school direction, due to insignificant 

relationship between the mediators and outcomes. The finding that CGP has the direct 

relationship only with learning motivation and fit regarding school direction was justified in 

the previous section and could advance the literature by showing CGP’s more general effects 

beyond the specific benefit from better career competency and identity. 

Moreover, gender did not moderate the effects of the CGP on all the four outcomes 

while the indirect effects of the CGP on learning motivation and fit regarding school direction 

were not mediated by career competency and career identity, both unexpectedly. 

The positive effects of the CGP on the outcome variables with no gender bias suggests 

that the same type of CGP has a potential to be effective in other schools, although we should 

be cautious about the application without considering the specific conditions of each school. 

The Ministry of Education may consider continuous career education as one of the effective 

solutions to youth unemployment. The insignificant mediating effect of career competency 

and career identity implies that curriculum changes should be considered in line with career 

education to gain the best result from the best practices of CGP to make students career- and 

college-ready. 
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The following limitations should be noted. The CGP was conducted only in the single 

selected school. Thus, the sample size is not large and the results cannot be generalized to the 

whole country. Self-reported data from the students are used not from all the stake holders 

including teachers, career guidance counsellors, and Parents. Data that are only based on the 

views of students may cause some bias results. Another limitation is the focus on the 

moderating effect of gender on the relationship between CGP and outcome variables. The 

interaction effect of gender and participation in the CGP on students’ career identity may have 

some biased results due to the violation of homogeneity of variance and calculation in the 

parametric test.  

As a future research direction in order to be more penetrating, we propose to conduct 

the CGP in the whole island covering every educational division under each educational zone 

in the nine provinces and investigate the effects of CGP more generally.  Also, researchers may 

be able to find boundary conditions of the effect of CGP by studying other potential 

moderators such as social factors, family backgrounds, and cultural backgrounds.  Moreover, 

subgroup analysis of each education stream would be productive for proposing more 

customized CGPs. 
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CAREER ASPIRATIONS OF GENERATION Z IN INDIA’S INFORMATION TECHNOLOGY 

INDUSTRY: A GROUNDED THEORY EXPLORATION 
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Abstract  

 

The purpose of this study is to explore the career aspirations of Generation Z 

(individuals born between the years 1995 and 2012) within India’s information 

technology (IT) industry’s context. Career aspirations are an individual’s career-

related goals and expectations. As of today, researchers have widely studied 

generation Z in the western context and posited that this newest generation in 

the workforce aspire to be highly achievement-oriented, want meaningful and 

interesting work, have a highly evolved self-concept, and expect to use 

technology on an everyday basis. However, there are no current career 

development theories that explain generation Z’s career aspirations fully. A 

constructivist grounded theory research is flexible and when conducted 

rigorously, allows for transferability of findings aiding researcher’s attempts to 

understand a phenomenon in one context and applying it in other. The findings 

from this research will aid organizations to design policies and programs that 

effectively attract, engage, and retain generation Z employees. 

 

Keywords: career development, career aspirations, generation Z, information technology 

industry 
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COMPARISON OF REALITY SHOCK BETWEEN TELEWORKING AND NON-TELEWORKING 

DURING COVID-19 IN JAPAN 
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Abstract  

 

This study aimed to clarify differences in reality shock associated with 

teleworking experience during COVID-19 in Japan. An online survey was 

conducted in February 2021, obtaining data from 152 clerical employees 

(teleworking, 89; non-teleworking, 63). The results suggested that employees 

who did not telework during COVID-19 tended to experience greater reality 

shock. The findings also indicated that non-teleworking employees had less 

interaction with senior staff and insufficient job-related guidance than 

teleworking employees. It is necessary to provide effective support for non-

teleworking employees. 

 

Keywords: reality shock, teleworking, COVID-19, clerical employees 

 

Introduction 

To prevent the spread of COVID-19 in Japan, companies there increased teleworking 

in 2020. Teleworking signifies a flexible work style that makes effective use of time and place 

through information and communication technology. There are three main types: working at 

home, working at a satellite office, and mobile work (Ministry of Internal Affairs and 

Communications, 2019). However, teleworking during COVID-19 usually refers to working 

from home, so ‘teleworking’ in the present study is synonymous with ‘working at home’. Goto 

and Hamano (2020) reported that about 20% of companies in Japan had introduced 

teleworking in 2019 (i.e. before COVID-19); however, the use of teleworking increased to 

about 60% when Japan’s first state of emergency was implemented nationwide (16 April to 

24 May 2020). 
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Literature Review 

Because the work style in companies changed significantly in 2020, problems related 

to organizational adaptation for new employees that year may have been different from 

before. According to Schein (1978), reality shock is a major problem related to career 

development and organizational adaptation that young employees face when they start work. 

Kramer (1974) defined reality shock as shock-like reactions produced when new employees 

realize the discrepancy between their expectations and reality. Teleworking is a work style 

that new employees had probably not expected when seeking employment, the previous year; 

thus, new employees who had to undertake teleworking in 2020 may have had greater 

experience of reality shock.  

Reality shock reportedly promotes resignation intention (Dhar, 2013); thus, various 

studies have investigated reducing such shock. Some (e.g. Mizuta, 2004) have found that social 

support is important in diminishing reality shock. Conversely, Goto and Hamano (2020) 

observed that the main disadvantage of teleworking is difficulty in communicating with co-

workers or supervisors. Owing to the difficulty in receiving support if communication is 

problematic, teleworking could make new employees experience greater reality shock.  

 

Aim of this study 

Hitherto, however, differences in the state of reality shock have not been examined 

with respect to teleworking. Further, differences in reality shock between the COVID-19 year 

of 2020 and earlier have not been identified. Accordingly, the present study aims to clarify 

differences in the state of reality shock according to teleworking experience during COVID-19. 

I conducts a survey among new employees who joined a Japanese company in 2020, and I 

make a comparison between the teleworking and non-teleworking groups. I compare the 

results of the present study with my previous investigation, which reported the state of reality 

shock among new employees joining companies in 2014 (before COVID-19). To identify the 
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cause of the differences between teleworking and non-teleworking, I examine the relationship 

between reality shock and new employees’ perceptions of relationships in the workplace. 

 

Methods 

Participants and survey procedures 

An online survey was conducted in February 2021 via a research company. At the 

beginning of the survey, it was clearly stated that participation was voluntary and that 

personal information would be protected. I assumed that response to the survey constituted 

consent to participate. Before the survey was conducted, the study’s research ethics were 

reviewed at my university and approved. 

I obtained data from 506 new employees. However, there were differences in 

teleworking experience according to occupation. For my analysis, I employed the data of 152 

clerical employees (teleworking 89; non-teleworking 63), from a range of sectors (insurance 

and finance, 29; manufacturing, 24; information, 21; service industry, 48; other, 30). I did so 

because clerical staff accounted for the largest number of employees by occupation in Japan 

in 2020 (20.2%). The teleworking group comprised 63 employees who were teleworking 

continuously at the time of the survey and 26 employees whose teleworking time was limited. 

Regarding frequency of office attendance during the teleworking period, 11 employees did 

not visit the office at all; 78 employees sometimes went to the office. 

Measures 

This study assessed teleworking experience, reality shock, and awareness of workplace 

relationships. To measure reality shock, I applied the same questions as my previous study. It 

assessed reality shock in terms of two aspects: discrepancies between participants’ ideals or 

expectations before entering employment and their actual experience (discrepancy 

recognition); and the degree of shock resulting from these discrepancies (degree of shock). 

Discrepancy recognition consisted of 10 types: company image; job content; company 
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systems; own ability; job responsibilities; image of employees; workload; physical hardship; 

mental hardship; and job difficulties. Participants were asked whether they had experienced 

any of the items, and the associated the degree of shock was assessed. The participants were 

asked to indicate the extent to which the experience shocked them, using a four-point Likert-

type scale ranging from 4 (very shocked) to 1 (not at all shocked). 

Questions (10 items) related to relationship awareness in the workplace were 

developed with reference to Mynavi Corporation (2020) and Tsukuba University (2020); those 

studies reported problems that employees faced through teleworking in 2020. The questions 

were assessed using a four-point Likert-type scale, ranging from 4 (very applicable) to 1 (not 

at all applicable). 

 

Findings and Discussion 

Differences in discrepancy recognition 

I classified new employees into the following three types: teleworking group in COVID-

19 (n = 89); non-teleworking group in COVID-19 (n = 63); and pre-COVID-19 group (n = 95). 

Table 1 is a cross-tabulation for each type of discrepancy recognition and new employee 

classification (teleworking, non-teleworking, and pre-COVID-19). I undertook chi-square tests 

in each case and found no significant values. Thus, it would appear that there was no 

difference in the tendency of new employees to experience discrepancy recognition 

regardless of the COVID-19 situation and regardless of whether or not they undertook 

teleworking. 
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Table 1. Cross-tabulation table discrepancy recognition and employee classification 

    COVID-19 
Pre- 

COVID-19 Discrepancy recognition 
Non-

teleworking 
Teleworking 

Company image 
Experience 51 72 82 
No experience 12 17 13 

Job content 
Experience 55 70 82 
No experience 8 19 13 

Company systems 
Experience 48 67 78 
No experience 15 22 17 

Own ability 
Experience 48 58 71 
No experience 15 31 24 

Job responsibilities 
Experience 47 60 65 
No experience 16 29 30 

Image of employees 
Experience 52 65 67 
No experience 11 24 28 

Workload 
Experience 47 60 62 
No experience 16 29 33 

Physical hardship 
Experience 44 52 61 
No experience 19 37 34 

Mental hardship 
Experience 50 64 66 
No experience 13 25 29 

Job difficulties 
Experience 48 69 69 
No experience 15 20 26 

 

Degree of shock resulting from each discrepancy recognition  

The following analysis was conducted using the data of new employees who had 

experienced discrepancy recognition. Table 2 shows the degree of shock resulting from 

discrepancy recognition by employee classification. The results of analysis of variance showed 

main effects of employee classification in four types of discrepancy recognition: company 

image, F (2,202) = 4.51, P <.001; company systems, F (2,202) = 5.53, P <.01; image of 

employees F (2,202) = 3.87; P <.05; and job difficulties F (2,202) = 3.63, P<.05. The results of 

multiple comparisons showed the following. Regarding discrepancy recognition for company 

image, the degree of shock of the non-teleworking group was significantly higher than that of 

the teleworking group and the pre-COVID-19 group. As for image of employees and job 

difficulties, the degree of shock of the non-teleworking group was significantly higher than 
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that of the pre-COVID-19 group. With respect to company systems, the degree of shock in the 

teleworking group was significantly lower than that of the non-teleworking group and the pre-

COVID-19 group. Thus, the results suggest that if employees did not telework during COVID-

19, they tended to experience reality shock more than before the pandemic; conversely, if 

employees did undertake teleworking, they tended to experience reality shock less than pre-

COVID-19. 

Table 2. Means and standard deviations for degree of shock 

  
Employee 
classification 

Number 
of data 

Means 
Standard 

deviations 

Company image 

Pre-COVID-19 82 2.34 0.84 

Teleworking 72 2.26 0.79 

Non-teleworking 51 2.73 1.06 

Job content 

Pre-COVID-19 82 2.40 0.90 

Teleworking 70 2.34 0.98 

Non-teleworking 55 2.47 0.94 

Company systems 

Pre-COVID-19 78 2.46 0.85 

Teleworking 67 2.00 0.94 

Non-teleworking 48 2.46 0.99 

Own ability 

Pre-COVID-19 71 2.34 0.84 

Teleworking 58 2.19 1.00 

Non-teleworking 48 2.52 1.03 

Job responsibilities 

Pre-COVID-19 65 2.31 0.83 

Teleworking 60 2.12 1.03 

Non-teleworking 47 2.36 1.03 

Image of 
employees 

Pre-COVID-19 67 2.25 0.86 

Teleworking 65 2.28 1.08 

Non-teleworking 52 2.71 1.00 

Workload 

Pre-COVID-19 62 2.50 0.88 

Teleworking 60 2.17 1.08 

Non-teleworking 47 2.55 1.04 

Physical hardship 

Pre-COVID-19 61 2.36 0.91 

Teleworking 52 2.17 0.99 

Non-teleworking 44 2.34 1.14 

Mental hardship 

Pre-COVID-19 66 2.59 0.96 

Teleworking 64 2.44 1.04 

Non-teleworking 50 2.70 1.00 

Job difficulties 

Pre-COVID-19 69 2.38 0.82 

Teleworking 69 2.51 0.98 

Non-teleworking 48 2.83 0.93 
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Differences in awareness of workplace relationships 

The following analysis was conducted using the data of new employees during COVID-

19. Table 3 presents the awareness of workplace relationships in the teleworking and non-

teleworking groups. The t test results indicated there was a significant difference or tendency 

difference with the scores for ‘3. Have some opportunities to be asked to have lunch or dinner 

with senior staff’ (t [149] = 3.67, P <.001) and ‘8.Have some opportunities for on-the-job 

training’ (t [150] = 1.91, P<.10). With both items, the scores were higher in the teleworking 

than in the non-teleworking group. 

 

Table 3. Means and standard deviations for awareness of workplace relationships 
  Teleworking Non-teleworking 

Awareness of workplace relationships  Means 
Standard 

deviations 
Means 

Standard 
deviations 

1 
Have some opportunities to talk with 
senior staff 

3.00 0.87 3.00 0.90 

2 
Have difficulty in grasping the 
atmosphere of the entire workplace 

2.33 0.88 2.48 0.91 

3 
Have some opportunities to be asked 
to have lunch or dinner with senior 
staff 

2.26 1.01 1.73 0.77 

4 
Have difficulty in communicating in 
general 

2.33 0.94 2.32 0.98 

5 
Little information exchange about 
topics except for business 

2.71 0.88 2.59 0.85 

6 Little interaction with co-workers 2.78 0.90 2.75 0.80 

7 
Have difficulty in asking questions to 
supervisors or senior staff 

2.22 0.88 2.43 0.96 

8 
Have some opportunities for on-the-
job training 

2.87 0.94 2.56 1.04 

9 
Have difficulty in grasping the 
situation of the workplace and 
colleagues 

2.54 0.87 2.43 0.89 

10 
Have difficulty in making closer 
relationships with supervisors or 
senior staff  

2.52 0.92 2.57 0.88 



The Joint Conference of AHRD-ARACD 2021 

424 
 

Degree of shock from discrepancy recognition and workplace relationships 

The following analysis was conducted using the data of new employees during COVID-

19 who had experienced discrepancy recognition. Table 4 shows the correlation between 

degree of shock resulting from the 10 types of discrepancy recognition and awareness of 

workplace relationships with respect to teleworking or non-teleworking. There were 

significant positive correlations between communication difficulty (such as ‘4. Have difficulty 

in communicating in general’) and the degree of shock resulting from all types of discrepancy 

recognition in the teleworking group; however, there were no such findings in the non-

teleworking group. By contrast, in both the teleworking and non-teleworking groups, there 

were significant positive correlations between difficulty in requesting help (such as ‘7. Have 

difficulty in asking questions to supervisors or senior staff’) or difficulty in grasping the 

condition of the entire workplace (such as ‘9. Have difficulty in grasping the situation of the 

workplace and colleagues’) and the degree of shock resulting from some types of discrepancy 

recognition. 
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Table 4. Shock resulting from discrepancy recognition and awareness of workplace 

relationships  
 Discrepancy recognition 

Awareness 
of workplace 
relationships 

Company 
image 

Job 
content 

Company 
systems 

Own ability 
Job  

responsibilities 

1 
.00  -.08  -.02  .07  -.01  

.11 

 

-.03 

 

.13 

 

-.16 

 

-.06 

 

2 
.28 * .36 ** .06  .17  .39 ** 

.08 

 

.28 * .05 

 

.08 

 

.15 

 

3 
.00  -.22 † .05  -.18  -.13  

-.08 

 

.00 

 

.00 

 

.08 

 

.03 

 

4 
.40 *** .38 ** .37 ** .44 ** .29 * 

.14 

 

.16 

 

-.15 

 

-.04 

 

.15 

 

5 
.28 * .30 * .06  .18  .24 † 

.13 

 

.31 * .27 † -.09 

 

.25 † 

6 
.44 *** .38 ** .27 * .31 * .23 † 

-.02 

 

.12 

 

.15 

 

-.20 

 

.10 

 

7 
.40 ** .34 ** .34 ** .38 ** .12  

.06 

 

.26 † .24 † .18 

 

.37 * 

8 
.04  .04  -.17  .03  -.03  

.07 

 

-.02 

 

.06 

 

.05 

 

-.13 

 

9 
.26 * .32 ** .21 † .30 * .30 * 

.03 

 

.18 

 

.33 * .31 * .25 † 

10 
.32 ** .36 ** .16  .32 * .30 * 

.00 

 

.15 

 

.25 † -.11 

 

.15 

 

 

Table 4. Continued 

  Discrepancy recognition 

Awareness of 
workplace 
relationships 

Image of 
employees 

Workload 
Physical 
hardship 

Mental 
hardship 

Job 
difficulties 

1 
-.03  .03  .03  -.09  -.07  

.20 

 

-.19 

 

.15 

 

-.01 

 

.01 

 

2 
.30 * .15  .29 * .28 * .18  

.31 * .30 * .15 

 

.36 * .13 

 

3 
-.04  -.05  -.11  -.16  -.21 † 

.09 

 

.10 

 

.05 

 

-.10 

 

-.12 

 

4 
.43 *** .39 ** .42 ** .50 *** .47 *** 

.13 

 

.30 * .20 

 

.35 * .15 

 

5 
.20  .11  .23 † .22 † .10  

.30 * .16 

 

.23 

 

.42 ** .10 

 

6 .34 ** .22 † .28 * .32 * .26 * 
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.23 

 

.02 

 

.07 

 

.30 * -.01 

 

7 
.35 ** .29 * .47 *** .21  .28 * 

.27 † .34 * .33 * .45 ** .29 * 

8 
-.22 † -.05  .03  .00  .05  

.16 

 

.09 

 

.06 

 

.11 

 

.05 

 

9 
.41 ** .22 † .37 ** .28 * .23 † 

.35 * .28 † .26 † .35 * .16 

 

10 
.23 † .32 * .42 ** .36 ** .37 ** 

.28 * .04   .15   .34 * .10   

Note 1: The items for 'Awareness of workplace relationships' appear in Table 3. 

Note 2: The upper figures in this table relate to the teleworking group; the lower figures relate to the non-
teleworking group. 

Note 3: ***P <.001, **P <.01, *P <.05, †P <.10        

 

 

Conclusion and Implications 

I initially supposed that employees who undertook teleworking would tend to 

experience greater reality shock; however, the survey yielded the opposite findings, which 

suggested that employees who did not telework during COVID-19 tended to experience 

greater reality shock. That is because the workplace environment was different from what I 

originally assumed it would be. The survey results also indicated that new employees who did 

not telework received less interaction with senior staff and insufficient job-related guidance 

than those who undertook teleworking. Many of the teleworking groups in this study had time 

to stay at home and were also able to go to the office; accordingly, the teleworking experience 

may have made their supervisors and senior staff feel the necessity to support the new 

employees and interact with them often. Conversely, in workplaces with no teleworking, all 

employees avoided crowded places to prevent infection; thus, the interaction between senior 

staff and new employees may have been insufficient and on-the-job training inadequate.  

Many studies (e.g. Dhar, 2013) have reported that reality shock promoted resignation 

intention. The present investigation confirmed that three types of discrepancy recognition 

(company image, employee image, and job difficulties) resulted in a high degree of shock in 

the non-teleworking group. Kodama (2017) reported that the shock resulting from those three 
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types of discrepancy recognition promoted resignation intention. The above findings indicate 

that appropriate support—especially for new employees who are not teleworking during 

COVID-19—is important for their career development and also for securing a company’s 

human resources. The results of the correlation analysis between the degree of shock and 

awareness of workplace relationships indicate that appropriate support may be necessary to 

improve such relationships and the entire workplace environment. It is also necessary to 

remove the barriers to seeking assistance from senior staff. 

 

Limitations of this study and future tasks 

This study has two limitations. First, the teleworking period and frequency in going to 

the office among the employees in the teleworking group were not the same. Some 

participants in the teleworking group had been teleworking continuously for almost 1 year; 

others engaged in teleworking only during the state of emergency (1–2 months). Further, 

some participants did not go to the office at all; others went about four times a week. It is 

necessary to conduct another analysis taking into account the period and frequency of 

teleworking. Second, this study examined only clerical workers, but it is necessary to consider 

differences according to job type. 

In the future, it will be necessary to clarify means of effective support—especially for 

employees who do not undertake teleworking. In that way, it will be possible to reduce the 

degree of reality shock or overcome the reality shock—in accordance with this study’s results. 
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Abstract   

 

Career decisions among women is constrained by their lives outside of work and 

the balance they seek between work and non-work lives. The contemporary 

trends have provided women multiple alternatives whether to stay put or opt out 

from their career. This study is aimed to enlighten the complexity associated with 

career decisions among married women professionals in Malaysia at different 

career stages. In particular, the individual and organizational factors influencing 

them in making career decisions were further examined. Data were gathered 

among 211 women professionals in Malaysia by employing quantitative approach. 

Structured survey questionnaires were developed to validate and measure the 

career decisions and its predictors. The research finding shown that organizational 

factors had significant influence on career decisions. This will provide baseline 

information for managerial interventions that are needed to be initiated in the 

future in terms of career development and talent management strategies.  

 

Keywords: Career decision, career development, women professionals, career stages, work-

family balance. 

 

Introduction 

 Career development research has long acknowledged that the career path of women 

is “different” from that of men, and that life stage literature grounded in the male experience 

is not adequate to explain women’s experiences (Parsons, 1090; Super, 1957; Holland, 1966). 

This is further justified by the review done by Powell and Mainiero (1992) that the career 

development among women is complicated and vastly different from the traditional models 

of men’s careers. They revealed career decisions among women is constrained by their lives 

outside of work and the balance they seek between their work and non-work lives. They 
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further investigated the drivers influencing these decisions from personal, societal and 

organizational perspective.  

The complications of balancing work with non-work demands have led some highly 

trained women decided to leave workplace for motherhood. The “opt-out revolution” 

coined by Lisa Belbin (2003) in New York Times described the alarming talent drain of 

education women professionals who supposed to excel in their career like men. This 

phenomenon is of most researchers’ interest to understand how women operate relational 

to others in both work and non-work realms (Mainiero and Sullivan, 2005).  

Women in Malaysia are recognized as a pivotal resource to drive economic growth and 

as highlighted in the 2018 Budget announcement. (Talent Corp., 2017) One of the key 

priorities to keep the momentum going, the key priorities in the government 12th plan is to 

achieve female labour participation rate by 59% by year 2025 and to change from current 

single-peak trend to double-peak of female labour force participation rate (Ministry of 

Human Resource, 2021). 

In Malaysia, the Government’s effort to improve access to education has enabled more 

women to graduate from local universities. Hence, it is obvious education has unlocked 

women potential in Malaysia and created a talent pool of educated individuals. Regretfully, 

the recent released of Graduate Survey 2020 by Department of Statistics Malaysia (2020) 

reported that men and women with tertiary education face different gendered outcomes in 

the labour market. A female degree-holder in her young prime (25-44 years old) today less 

likely to participate in the labour force compared to in 2016, in contrast to her male 

counterpart (Women’s Aid Organization, 2020). 

A study conducted by the Women, Family and Community Development Ministry with 

the cooperation of the United Nations Development Programme (UDNP) in 2014 revealed 

that approximately 67% married women professionals surveyed decided to quit their jobs to 

look after children or to comply with their husband’s request to stop working. Based on the 
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survey findings, 63% of these categories are aged 25-39 years old where they were during 

their peak of their career. (Wee, 2017). These talented women decided to leave the 

workforce and sacrifice their career to fulfil the traditional role of parenting, childcare and 

managing their homes.  

According to an interview with the Chief Executive Officer of Talent Corporation 

Malaysia during a press conference, Shareen Shariza Dato' Abdul Ghani (2017) highlighted 

her concern regarding the trend among women in their late 20s or early 30s leaving the 

workforce which is worrying. The most alarming is that once these women leave the 

workforce, they do not return in their later years. Hence, the pattern of Malaysia’s female 

labour force participation rate was single-peaked. (Talent Corp, 2017). In contrast to 

Malaysia, the female labour force participation in other South East Asia countries such as 

Japan and Korea exhibit double-peaked pattern. The participation rate is high prior to 

marriage and childbearing years, then by a sharp decline during childbearing years and 

subsequent return to the labour force once their children get older. The latest labour force 

survey in 2020 further echoed the negative consequences of the pandemic for women’s 

employment. Between January and April 2020, a net total of 200,000 prime-age female 

workers had already left the labour force. Amongst this group, most individuals cite care 

obligations as the primary reason for giving up employment (Women’s Aid Organization, 

2020). 

Past models of careers suggested that capturing the complexity of women's careers 

was difficult, as women's career priorities and patterns shift based upon family as well as 

work factors (Powell & Mainiero, 1992, 1993). In the U.S., women work part time more often 

than men, work at home more than men, and have different career trajectories that involve 

opting out of the workforce to take a family break, and then perhaps returning later (BLS, 

2004; 2005). Very little attention is paid in exploring the individual factors such as values that 

drive the changes in women decision to opt for different career choices over life stages. 
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Moreover, there are limited local studies relating to career decision in women studies. Most 

of the available literatures are career advancement (Maimunah & Lawrence, 2007), career 

success (Poon, 2004; Roziah, Maimunah, Jegak & Sidek, 2009), career aspiration (Maimunah 

& Efizah, 2010), career goal (Maimunah & Hoo, 2014), self-career management (Wesarat, 

Sharif & Abdul Majid, 2014) and protean career (Wong & Roziah, 2015). Particularly, the 

factors that drive the career decisions among women professionals in Malaysia is lacking.  

Given the above empirical gaps, this study will attempt to answer the following 

questions:  

a) What are the typologies of career decisions among married women professionals in 

Malaysia at early career, mid-career and late career stage?  

b) What are the factors influencing career decisions among married women 

professionals in Malaysia?  

c) Is the career decision among married women professional more influenced by 

individual factors or organizational factors? 

d) Does career stage moderate the career decisions among married women 

professionals in Malaysia? 

 

Literature Review 

Women and Career 

In the 1950s, careers were generally straight forward via upward moves which 

consisted employees’ full time and continuous involvement at the workforce. Hence, 

employees have limited career decisions to make as there are few alternatives to choose 

from (Valcour et al, 2007). Nowadays, employees are stimulated to move across professions, 

organizations and national borders (Ng et al., 2007) to look beyond the limited upward 

possibilities and take initiatives to pursue their personal values and goals when mapping out 

their careers (Hall, 2002). The contemporary trends have provided employees multiple 
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alternatives and wide variety of decisions for them to make in building a sustainable career. 

In order to achieve this, employees need to make a series of decisions such as staying put 

with their current roles, quitting a job, starting to work part-time or being self-employed. 

These decisions can be explained as ‘a choice between alternative courses of action when 

the decision maker has sufficient control over the situation to have a choice” (Hastie, 2001; 

March 1994). According to behavioural decision making theory (March 1994), employees 

make a choice between alternative career actions by evaluating them on a set of different 

criteria.  

Women’s career decisions in different developmental stages is more complex. 

Women’s career decisions are not negotiated independently of personal and family life but 

are embedded in a broader life context (Bailyn, 2004, 2006; Buzzanell and Lucas, 2006; 

Gallos, 1989; Gerson, 1985; Hewlett and Luce, 2005; Marshall, 1989, 1995, Valcour et. Al, 

2007). Hence, it is the moderating variable impacting career decision among women at 

different age classification based on early, mid and late career stages. According to Roberts 

and Newton (1987), although women progressed through similar periods of stability and 

transitions as men, men have career focused dream of their future while women tended to 

have “split dreams”. By age 30, women changed their focus from either career to family or 

vice versa. The needs of caring for children and aging parents, trailing spouse issues and 

outright discrimination in the workplace have led women to pursue discontinuous and 

interrupted career (Mainiero and Sullivan, 2005).  

Factors Influencing Women’s Career Decision  

It is almost similar across all cultures that since women give birth, they are expected 

to do most of the child bringing. It is particularly difficult for women professionals to perform 

such hectic tasks, and still maintain their performance in organizational settings. Things are 

worse for the mother when there is no well-equipped day care centre. Studies shows most 

women will feel guilty if they do not spend sufficient time with their children, especially 
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leaving them on the hands of maids where they have little to no confidence towards. Facing 

such conflicts, women are often left with no choice but to prioritize their time for child and 

family matters.  

The societal pressure and ideology of women being the caretaker of house and children 

also reinforces their decision in prioritizing family over work (Buddhapriya, 2009). Besides, 

women are motivated to opt-out due to low opportunity for advancement and unreasonable 

working hours. Some have left corporations to become entrepreneurs (Moore, 2002). In this 

connection, there was an alarming talent drain of women professionals who opt-out of 

corporations or choose not to aspire to the executive positions. According to the Bureau of 

Statistics in the United States in 2003, there was an increase of stay-at-home moms who 

hold graduate degrees as 22% of mothers with graduate degrees are home full-time with 

their children. Besides, it was also reported that fewer women with MBA degree than men 

remained in the full-time workforce through mid-career (Mainiero and Sullivan, 2005).Based 

on the content analysis conducted by William et al. (2006) in analysing why women leaving 

the workforce, 86% of women cited workplace pushes such as inflexible jobs with long 

working hours as a key reason for their decision to leave. In addition, lack of support for 

working mothers and gender bias triggered by motherhood are pushed factors influencing 

them to quit. This study critiqued the opt-out story line, which focus overwhelmingly on 

psychological or biological “pulls” that lure women back into traditional roles rather than 

workplace “pushes” that drive them out. 

According to Sara and Greenhaus (2014), employees experiencing low work-home 

balance are assumed more engaged in career changes or career decisions that are 

specifically aimed at releasing frustration caused by unrealized goals and dissatisfaction at 

home via reducing job demands. Career decision that are reducing job demands include 

decisions to lower responsibility, to reduce work hours, to take up flex-arrangements and 

etc. Employees experiencing high work-home balance on the other hand, are satisfied with 
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their roles both work and home (Pinder, 1998). As a result, they are more motivated to 

engage in career decisions aimed at gradual career development via an increment of job 

resources in stimulating growth. They will decide to increase responsibility, change tasks, 

engage in global work experience and independent employment. 

Theoretical Framework 

This study employed Kaleidoscope Career Model (Mainiero & Sullivan, 2005) and 

Family Relatedness of Work Decision Framework (Greenhaus & Powell, 2012) to explain the 

factors influencing women’s career decisions. These theories and concepts are used to 

support the research framework of the study.  

Kaleidoscope Career Model 

The Kaleidoscope Career Model (KCM) developed by Mainiero and Sullivan (2005) is a 

contemporary approach to view both men and women’s career development patterns. In 

this model, they emphasized age or life stage as the critical driver of change and shifts in the 

career development patterns. In connecting to this research, the three parameters of 

individual value namely authenticity, balance and challenge are chosen as the first set of 

individual-related factors influencing career decisions. Moreover, the Kaleidoscope Career 

Model (KCM) model (Figure 1) fits well as it relates to the moderating variable i.e., career 

stages as identified in this research. 
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Figure 1. The Kaleidoscope Career Model 

(Source: Mainiero, L.A. & Sullivan, S.E., 2005 Kaleidoscope Careers: An Alternative explanation for the 

“opt-out” Revolution, Academy of Management Executive, 19(1), pp 106-123) 

 

These three parameters are simultaneously active over the life span with the strength 

of a parameter to shape a career decision or transition depending upon what is going on in 

that individual’s life at that particular time (Sullivan & Mainiero, 2007). KCM supports the 

concept of relationalism. It reflects the inherent relationalism of women as they make 

decisions about their career. Each action taken by a woman in her career is viewed as having 

profound and long-lasting effects on others around her. In other words, a women career 
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action is evaluated in light of the impact of such decisions may have on her relationships with 

others rather than insulated action on her own.   

The “ABC Model of Kaleidoscope Careers” is an interesting framework in describing 

this phenomenon. Kaleidoscope careerists focus on three “mirrors” or parameters 

(Authenticity, Balance, and Challenge) which combine in different ways throughout the lives 

of individuals, reflecting the unique patterns of their careers.  

 

Family Relatedness of Work Decision Framework 

Family Relatedness of Work Decision Framework (FRWD) was developed by Greenhaus 

and Powell in 2012. It is defined as “the extent to which an individual's decision-making 

process and choice of a course of action in the work domain are influenced by a family 

situation in order to foster a positive outcome for the family” (Greenhaus & Powell, 2012). 

Family-relatedness is inferred from the strength of the relation between an aspect of an 

individual's family situation and a particular work decision. The stronger the relation, the 

greater is the impact of one's family life on a work-domain decision, and therefore the higher 

is the family-relatedness of the decision. 

It also includes individual, organizational, and societal contextual factors that 

moderate both the impact of the family situation on a work-domain decision and the impact 

of the decision on the favourability of the outcome for the family domain. This framework is 

employed to be the basis in explaining the relationship between the individual-related 

variable i.e., value and the remaining two organisational-related variables namely family 

supportiveness organization perception and work demand with career decisions. As such, 

the career decisions among women can be analysed from the family relatedness context 

empirically using this conceptual framework. 
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Figure 2. Family Relatedness of Work Decision Framework 

(Source: Sara, D. H. & Greenhaus, J. 2014, Building a Sustainable Career: The Role of Work-Home Balance in 

Career Decision Making, Academy of Management Annual Meeting Proceedings) 

 

Methodology 

Research Design and Measurement  

Quantitative method is employed in this study. Structured survey questionnaires are 

developed to validate and measure the career development model. The design of the 

questionnaires is utmost important to ensure the accuracy of the data collected in measuring 

the variables related to this study. The questionnaires for this survey can be divided into three 

sections. Section A comprises questions in measuring independent variables i.e., individual- 

related variables (authenticity, balance and challenge) and organizational-related variables 

(family supportiveness organization perception and work demand). Section B questions are to 

assess the dependent variable (career decision). Responses to the questions for Section A and 

B were obtained using 5-point Likert scale ranging from 1= “strongly disagree” to 5= “strongly 

agree”. The last section is to collect socio-demographic data of the targeted respondents such 

as age range, ethnicity, highest academic qualifications, professional classifications, number 

of kids, total years of working experience and etcetera. The moderating variable i.e. career 
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stages is measured in this section by using age range. All the variables in Section C are 

measured using ordinal and nominal scales. 

Prior to the development of survey questionnaires, the selected instruments were 

reviewed from established sources and the Cronbach’s alpha, α as well as composite reliability 

of each item is considered. Items in which Cronbach’s alpha, α > 0.70 will be adopted to 

accommodate the objective of the study. Fifteen items of value were adopted from Sullivan 

et. al (2007) with r value= 0.76, 0.81 and 0.84 respectively. Fourteen items of family 

supportiveness organization perception were measured based on Allen (2001) with r 

value=0.91. Eleven items of work demand items were adapted from Van Veldhowven and 

Mejiman (1994) with r value=0.86. As for the career decision to opt-out or stay put, 14 

statements were adopted from Turnover Intention Scales developed by Roodt (2004) with r 

value =0.93. 

Content validity was carried out in which the questionnaire items were evaluated by 

three professors in the field of human resource development prior to the data collection. 

Subsequently, a pilot test with selected 30 women professionals who were eligible to the 

criteria was performed to ascertain the reliability of items at the preliminary stage. The online 

questionnaire link was emailed to the selected respondents and all were briefed regarding the 

aim of the study. All the responses were calculated through Cronbach’s Alpha to measure the 

internal consistency of the instruments. From the results of pre-test, the reliability of the items 

in the questionnaire could be further improved. 

 

Data Collection Procedures 

This study involved married women professionals in the private sector in Malaysia. 

Simple random sampling method is employed in this study and all married women 

professionals who met the criteria are eligible to participate in this study. According to Ary et. 

al (2010), the basic characteristics of simple random sampling is that all members in the 
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population have an equal chance of being included in the random sample. The eligible criteria 

used in determining the samples are: (1) married  (2) academic qualification must be Diploma 

and above (3) age between 24-60 years old (4) past or current occupations in any of the seven 

hubs: (a) science and engineering professionals (b) health professionals (c) teaching 

professionals (d) business and administration professionals (e) information and 

communications technology professionals (f) legal, social and cultural professionals, and (g) 

hospitality, retail and services professionals. 

During this pandemic, the questionnaires were designed using Qualtrics, an online 

survey software. The link of the questionnaires was shared to the respondents using online 

platform such as via email, WhatsApp and other social media channels by the researcher. A 

short introduction about the background of the study was included at the beginning of the 

questionnaire to ensure every respondent has consistent understanding about the eligible 

criteria as well as the significance of this study prior to commencing the survey.  Data 

collection is done in an ethical and professional manner where anonymity is the key concern. 

This will encourage the respondents to provide open and accurate responses in answering the 

survey. The second assurance is the confidentiality. The demographic profile of the 

respondents will not be disclosed to any party but for the purpose of this survey only. These 

two concerns were highlighted in the cover page of the online survey questionnaire. 

A total of 250 questionnaires were collected during the survey period. Subsequently, 

39 incomplete responses were excluded, and no extreme case was found based on the results 

of Mahalanobis’s multivariate outlier test1 (Leys et al., 2018). In sum, 211 valid responses 

were remained for subsequent analysis. The final data complied with the minimum sample 

size that proposed in structural equation modeling partial least square (SEM-PLS) (i.e., n > 160, 

Kock and Hadaya, 2018). 
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Profiles of the Respondents 

Overall, the sample consisted of 211 married women professionals with 92% in full 

time employment. Majority of the respondents were aged between 24 and 35 years old (39%), 

married with 2 kids (28%), Chinese (51%), and holding bachelor’s degree (52%). In terms of 

professional classifications, most respondents were Business administration or Consultancy 

Professionals (41%) followed by Teaching Professionals (20%). Approximately 47% of the 

respondents have been in the workforce for 15 years and above whereas only 8% with less 

than 5 years of working experience. Overall, the weekly average working hours among the 

respondents are long in which approximately 63% claimed that they were working 40 hours 

and above per week. In addition, majority of the respondents work from home completely 

(55%) and only a handful were required to work at office completely (8%) during this 

pandemic. (Refer Table 1). 
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Table 1: Profile of the Respondents 
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Data Analysis 

Structural equation modeling partial least square (SEM-PLS) is employed in this study 

because it allows complex phenomenon to be statistically tested dealing with sophisticated 

theories as compared to basis statistical tools which can only utilized limited variables. PLS-

SEM has been proven as the preferred method in conforming theoretical models in a 

quantitative approach (Schumacker & Lomax, 2010). Moreover, it is an effective statistical tool 

to examine a series of dependent relationships concurrently instead of separate analysis. In 

other words, the analysis of all constructs stated in the theoretical framework or research 

framework could be done simultaneously. This tool has been found to be superior, especially 

if the model comprises of both reflective and formative measurement models (Sarstedt et al.  

2016). In SEM-PLS, the analysis was divided into two different models: (1) reflective and 

formative measurement model and (2) structural model.  on the SEM-PLS procedures 

proposed by Hair et. al (2019), the measurement model was used to assess the reliability and 

validity of the constructs.  

 

Measurement Model: Reflective 

The assessment of reflective measurement model includes of two variables namely 

career decisions and family supportive organization perception. The tests of validity and 

reliability employed for reflective measurement model consists of convergence validity, 

indicator reliability and constructs reliability. For indicator reliability, the variance should have 

a minimum of 0.7 to confirm significance. The outer loadings should be larger than 0.7 with t-

values to indicate indicator reliability. Outer loadings that have a value above 0.6 are 

acceptable if the convergence criteria are fulfilled. For construct reliability, it is measured with 

the composite reliability between 0 and 1. Acceptable results are 0.6 or higher. A further 

indicator for the construct reliability is the Cronbach alpha (α). Cronbach α should be 0.7 or 
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more (Ramayah et. al, 2018). Convergence validity is achieved when the average variance 

extracted (AVE) of the selected values is between 0 and 1. 

Table 2: Construct Reliability and Validity 

 

Table 2 indicates that the composite reliability (CR) of the variables was higher than 

the cut-off of 0.70, while the average variance extracted (AVE) values were above the limit of 

0.50 and hence all variables fulfil the requirements.  

To test discriminant validity, this study employed heterotrait-monotrait criterion 

(HTMT). The result showed that HTMT values fulfill the Henseler et al.’s (2015) guidelines, 

which are less than 0.90, thus exhibiting evidence of discriminant validity (see Table 3). 

 

Table 3: Heterotrait-Monotrait Ratio of Correlations, HTMT 
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Measurement Model: Formative 

 

Table 4: Result on Formative Measurement Items for Formative Construct 

 
** P<0.005, Variance Inflation factors (VIF)

 

The assessment of formative measurement model involves three steps i.e. assess convergent 

validity, address collinearity issues and lastly assess the significance and relevance of the 

formative indicators. (Ramayah et al., 2018). Both value (authenticity, balance and challenge) 

and work demand are formatively constructed. The path coefficient results revealed sufficient 

degree of convergent validity where value = 0.782 and work demand = 0.723).  

Next, multicollinearity issues were of no concern as the outer VIF scores for all the 

items were below the accepted rule of thumb of 5 (Hair et al., 2019). Furthermore, the 

significance and outer weights for both of the sustainability constructs showed a mixture of 
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significant (p < 0.05) and non-significant value (p > 0.05), nonetheless no item was deleted as 

supported by the theory conceptualization. (Refer Table 4) 

Structural Model 

The coefficient of determination (R²) should display values of between 0 and 1. Should 

the  results be above 0.19 then the coefficient is weak. Results that are above 0.33 are good 

and higher than 0.67 are excellent. The objective should be to have excellent results above 

0.67. The higher the R² the better is the result (Hair et. al, 2016) The results for R² (without 

moderator) for this study are presented in Table 5 below. 

 

Table 5: Coefficient of determination (R2)- without moderator 

 

 
 

For this study, the need to establish if the moderator (age group) has a moderating 

effect on the variables study. As such a comparison of models is needed to indicate if the R2 

does have effect on the relationship between variables. 

 

Table 6: Coefficient of determination (R2)- with moderator 

 

 

 

According to Ramayah et al. (2018), for moderation analysis, the R2 change is 

important. The previous R2 for the main effect model was 0.514, now and now in the 

interaction effect model, it is 0.571. The R2 change of 0.056 indicates that with the addition 
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of the interaction term (FSOP*Age group, Value*Age group and Work demand*Age group), 

the R2 has changed about 5.0% (additional variance).  

The Blindfolding Procedures describe the prediction of the model. The Prediction is 

defined as Q² and any result above 0 has a good prediction, results below 0 are not useful for 

a prediction. The results 0.02 or lower have a very low prediction, 0.15 or lower are on a 

middle level and higher than 0.35 have a high prediction for the variable (Hair et. al, 2016). 

The structural model has between low and good prediction. Some of the results for Q² are all 

above 0.02 and some are above 0.35. 

 

Hypothesis Testing 

The following hypotheses are formulated for this study: 

H1:  Married women professionals at early career stage have higher tendency to opt-out 

than stay put from the current job as compared to those in mid and late career stage 

H2:   There is significant and positive relationship between value and career decisions 

among women professionals in Malaysia 

H3: There is significant and positive relationships between family supportiveness 

organization perception and career decisions among women professionals in 

Malaysia 

H4: There is significant and positive relationships between work demand and career 

decisions among women professionals in Malaysia 

H5: Organizational-related factors (work demand and family supportiveness 

organizational perception) have bigger impact in influencing career decisions 

among women professionals than individual-related factors (authenticity, balance 

and challenge) 

 

 



The Joint Conference of AHRD-ARACD 2021 

448 
 

Findings and Discussion 

 This study is aimed to enlighten the complexity associated with career decisions to opt-

out or stay put among married women professionals in Malaysia at different career stages. 

Based on the hypothesis formulated, the results are discussed as follows: 

 

Table 7: Career Decision to Leave by Age Range 

 

 

In answering Hypothesis 1, Table 7 is tabulated to summarize the frequency of career 

decisions to leave among married women professionals according to three different career 

stages namely early, mid and late career stages. 49% of the total respondents has no intention 

to leave the workplace. However, 25% claimed that they have tendency to opt-out from the 

current job. Surprisingly, respondents at early career stage (24-35 years old) shown the lowest 

intention to stay put (37%) among three groups. The intention to stay put for married women 

professionals mid-career stage (36-45 years old) and late-career stage (46-60 years old) is 45% 

and 56% respectively. Only 15% of this oldest age group have the urge to opt-out. Hence, we 

can conclude that there is difference among the 3 age groups in terms of career decisions to 

leave. Youngest married women professionals group has higher tendency to opt-out from the 

workforce than those in mid-career and late career stage. Hence the hypothesis is accepted. 
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Table 8: P value of Age, FSOP, Value, Work Demand Associated with Career Decision 

 

 Based on the p value presented in Table 8, it could be concluded that there is no 

significant relationships between value and career decisions with p =0.554 (p>0.05) and hence 

H2 is rejected. In other words, authenticity, balance and challenges has no significant impact 

on career decisions made among women professionals in general. However, both family 

supportiveness organization perception and work demand shown significant association with 

career decision with p=0.000 (p<0.05). Hence, H3 and H4 are supported. This could also 

conclude that organizational-related factors (work demand and family supportiveness 

organizational perception) have bigger impact in influencing career decisions among women 

professionals than individual-related factors (authenticity, balance and challenge). Hence, H5 

is accepted. 

Table 9: P value of FSOP, Value, Work Demand Associated with Career Decision Based on 

age group 

 

  

Table 9 summarized the p value to further analyse as which factors have significantly 

influence on the career decision among married women professionals at different career 

stages. As shown from this table, when younger married women professional made career 

decision to opt-out or stay put will highly affected by the value of challenge and family 

supportiveness organizational perception (FSOP). For married women professionals at mid-

career stage, the value of authenticity, FSOP and work demand will have significant impact to 
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influence their decision to stay put or leave their job. As for the oldest women professionals, 

work demand is the key factors influencing their decision to opt-out or stay. 

The findings of this survey provide evidence to echo the survey reported by Wee (2017) 

that there is the high opt-out rate among younger women i.e., 63% aged 25-39 years old 

where they were during their peak of their career. This is further justified by the single-peaked 

female labour force participation rate pattern as shown in Figure 3 in which women female 

labour participation rate will decline as early as at the age of 25. This is a worrying trend 

whereby once these women leave the workforce, they do not return in their later years. 

 

 

Figure 3. A Comparison of Female Labour Force Participation Rate in Korea, Japan and 

Malaysia in 2016 

(Source:  ILOSTAT, International Labour Organization,2017) 

 

Conclusion and Implications 

In summary, this study has provided clearer overview to understand the factors 

influencing the career decisions among married women professionals at different career 

stages. As a whole, the findings of this study concluded that younger married women 

professionals at early career stage have higher intention to opt-out from the workplace 

comparing to older women professionals in mid and late career stage. Overall, organizational 
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factors are the major drivers in influencing women professionals’ career decision. Thus, 

organisations need to be aware and take appropriate action to control this phenomenon. 

Below are the specific conclusions derived from this study: 

Firstly, married women professionals at early career stage perceived challenge as the 

key value in driving their career decision and development whereas those in mid-career stage 

seek authenticity as important aspect when deciding for their career. Surprisingly, for older 

women professionals, value does not provide significant impact to their career development 

and decision.  

Secondly, family supportiveness organizational perception is the determinant in 

affecting two groups of married women professionals i.e. early and mid-career stage. This 

implied that if the organizations perceived family support is crucial and develop a family-

friendly work culture, the career decision among these groups to opt-out will be reduced. This 

factor is seen to be important because the working mothers in this age group are committed 

to child-bearing responsibilities.  

Thirdly, work demand is the key driver in affecting the older married women 

professionals in career decision. In other words, work stress, volume of workload and burn 

out may affect their decision to stay put or opt-out. 

The findings of this study have implication for organisational employment policies, 

particularly for married women professionals. As this study was conducted among women 

professionals from the private sector, it is noteworthy to highlight that most industries in the 

private sector do not seriously promoting an ecosystem of support to women employees 

especially women with kids. The presence and spirit of such policies like family-friendly policy 

and flexible time policy could provide an advantage to married women professionals and 

simultaneously assisting them in balancing the two domains of their life, i.e. work and family. 

In a long run, these initiatives would support women professionals to retain, grow and 
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perform in the organisations, thus provide maximum return on investment to the 

organisations. 

In addition, organisational support is crucial in dealing with flexibilities in the working 

hours and other work arrangements. Employers should instil some flexible work arrangements 

that are in line with parental needs such as adjusting workloads for working mothers, consider 

a transition period when the new working mother are back from maternity leave such as 

offering part-time hours for the first two months at work. Organisations should review their 

work environment and setting to provide support to these specific groups such as childcare 

facilities at their premises, understand their emotion and stress and etcetera. 

The study has obvious limitations because of the inadequate sample size i.e., 211. As 

for recommendations, future research using the quantitative approach with larger sample size 

(more than 300) may help to validate the application of KCM model and Family supportive 

work decision and to test on the association of potential predictors, which derived from this 

study with married women professionals’ intention to opt out or stay-put in the organisations. 

In addition, the moderation analysis needs to be performed to further justified the validity 

and reliability of the current findings. 
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Abstract  

 

The current study examined the mediating role of school belonging and career 

adaptability on the relationship between social support and career exploration. A 

quantitative approach was adopted with 292 undergraduates who were purposively 

chosen in a private university in China. Results of data analysis using partial least 

squares structural equation modeling (PLS-SEM) indicated that students who 

perceived a high level of social support were more likely to participate in career 

exploration activities. Furthermore, career adaptability was found to be a mediator 

between social support and career exploration. The sequential mediating effect of 

belonging and career adaptability was found between social support and career 

exploration. Contrary to expectations, belonging failed to mediate the relationship 

between social support and career exploration. These findings highlight the 

importance of career adaptability in connecting social support, belonging, and 

career exploration. Theoretical and practical implications were discussed.  

 

Keywords：Social support, belonging, Career adaptability, Career exploration, Chinese 

undergraduates 

 

Introduction 

Career exploration is conceived as a career-related information gathering process and 

viewed as a stage of career development (Super, 1957). The key aspects of exploration are 

knowing the self and knowing the vocational world (Stumpf et al., 1983). It is assumed that 

higher levels of career exploratory behaviors are associated with fewer difficulties regarding 

career decision-making (Xu et al., 2014), helping to build career identity and career-related 
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capabilities (Praskova et al., 2015). Individual’s career exploration behaviors may be facilitated 

by involving high-quality social relationships through which not only offer effective career 

information in a certain context (Flum & Blustein, 2000) but psychological needs and support 

(Ryan & Deci, 2019) from parents, teachers, and peers (Cheung & Arnold, 2010; Zhang & 

Huang, 2018). Meanwhile, career construction theory (Savickas, 2013) and empirical studies 

(Duffy, 2010; Guan et al., 2018) supported that certain contextual factors (e.g., social support) 

positively influence career adaptability and, encourage individuals to engage in career-related 

activities and lead to adaptation results (Johnston, 2018; Rudolph et al., 2017).   

Furthermore, a sense of school belonging reflects the positive interaction between the 

undergraduates and the campus. This construct is chosen because there exists a reciprocal 

relationship and ongoing process (Su et al., 2014) based on the person-environment (P-E) fit 

perspective. The P-E fit has been adopted in the working field to explain the relationship 

between career adaptability and fit perceptions (Kaur & Kaur, 2020) because career 

adaptability allowed employees to better fit into the working environment (Jiang, 2016). 

These studies reflect the demand ability fit and need-supply fit (Guan et al., 2021; Muchinsky 

& Monahan, 1987), limited study about the supplementary fit type (e.g., need for belonging), 

conducted for university students based on P-E fit perspective (Schmitt et al., 2008). While 

school belonging was positively associated with academic adjustment and motivation (Neel & 

Fuligni, 2013; Pittman & Richmond, 2007), if students would benefit from school belonging for 

future career preparedness remains unclear. Based on previous studies (Jiang, 2016; Kaur & 

Kaur, 2020; Sawitri & Dewi, 2015), fit perceptions were positive with career adaptability and 

career exploration, and the sequential model of career adaptivity-career adaptability-adapting 

response (e.g. career exploration) has gained substantial support in the literature (Johnston, 

2018; Rudolph et al., 2017). Although social support and career adaptability have been linked 

with career exploration, diverse indicators of career adaptivity should be explored to give a 

comprehensive understanding of undergraduates’ career adaptability (Guan et al., 2017, 



The Joint Conference of AHRD-ARACD 2021 

459 
 

2018). The present study aims to advance this area by investigating the mechanisms of the 

relationship between social support and career exploration by testing the sequential 

mediation effect of school belonging and career adaptability. 

This study contributes to the literature by focusing on the aspect of environment shape 

people aspect based on the P-E fit approach (Rounds & Tracey, 1990) and highlighting the role 

of career adaptability which influence the connection between social support and career 

exploration.  

 

Literature Review 

Social support and career exploration 

Social support reflects as psychological or physical assistance (e.g., family, friends, and 

significant others) in a relational context (Sneed & Cohen, 2014). Social support has been 

regarded as a critical contextual construct in various theoretical frameworks for career 

development (Flum & Blustein, 2000; Lent et al., 1994; Savickas, 2013). For example, Flum and 

Blustein (2000) viewed career exploration as ‘‘including the appraisal of internal attributes 

and exploration of external options and constraints from relevant educational, vocational, and 

relational contexts” (p. 381). Various studies have found that support received from social 

networks can help individuals participate in career exploration (Chan, 2018; Cheung & Arnold, 

2010; Wang et al., 2019). Young people who perceived support from parents, peers, teachers, 

and significant others are more likely to be motivated engaged in exploring potential career 

opportunities for future career development (Guan et al., 2015), and feel more supportive 

when confronting challenges in an adversity environment (Tian & Fan, 2014).  

H1: Social support is positively associated with career exploration   

The mediating role of sense of belonging and career adaptability 

Career construction theory would be used to explain the effect of external support on 

exploratory behaviors referring to career. The influence of social support on adaptability has 
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been supported in the literature. The supported students would have a high level of career 

adaptability because they are willing to develop adaptive beliefs, such as a sense of control 

(Duffy, 2010), hope, and optimism (Wilkins et al., 2014), and thus, tend to more confident to 

explore career possibilities. On the other hand, the more students perceived social support, 

the more they would experience a higher level of sense of belonging (Pang, 2020). This is 

attributed to the familiarity and encouragement coming from family, friends, and others 

(Wang et al., 2018). Furthermore, from the perspective of person-environment fit, fit 

perceptions have a positive relationship with career adaptability not only for graduates in the 

process of job searching (Guan et al., 2013) but also for employees in the working environment 

(Jiang, 2016).  

Therefore, the study expected that students who feel supported will be fit well on 

campus and get a strong sense of belonging, tend to develop adaptability resources which, in 

turn, show active career exploratory behaviors. 

H2: Belonging mediates the relationship between social support and career exploration. 

H3: Career adaptability mediates the relationship between social support and career 

exploration.  

H4: The relationship between social support and career exploration will be sequentially 

mediated by belonging and career adaptability. 

 

 

Figure 1. Research model. 
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Methods 

Participants and Procedure 

Participants consisted of 292 Chinese undergraduates whose response questionnaires 

had been examined as valid. Data were collected in a private university located in the 

Southeast of China. Students were encouraged to fill in the questionnaires through a survey 

link given in classes, and student facilitators help to spread the link to more first and second-

year students due to belonging is crucial for them. Among the participates, 188 (64%) were 

female, 104 (36%) were male. Age ranging from 18 to 24 years, 189 (65%) in 19-20 years. The 

participants included 220 first-year students (75%), 45 sophomores (15%), 20 juniors (7%), and 

7 seniors (2%). Among them, 54% majored in Social science, 27% majored in Natural science, 

19% majored in Art and Humanity. 

Measures 

Perceived Social Support Scale. Social support was measured with the Multidimensional 

Scale of Perceived Social Support (MSPSS) developed by Zimet et al. (1988). This study used 

the Chinese version of MSPSS (Wang, et al., 1999) which has been used in a similar study (Hou 

et al., 2019). The scale measured the degree of perceived support from family members, 

friends, and significant others. The 12 items are rated on a 5-point Likert-type scale ranging 

from very strongly disagree (1) to very strongly agree (5). Cronbach’s alpha was 

0.77,0.827,0.749 for family, friends, significant others support respectively, and 0.816 for the 

overall social support. A sample item: “My family tries to help me”. 

The Psychological Sense of School Membership (PSSM) scale. The PSSM was developed 

by Goodenow (1993), the sense of belonging was measured with the Chinese version of the 

school belonging sub-scale of PSSM (Cheung et al., 2003), and 8 high loading items from the 

original 13 items in the scale was used in this study. Cronbach’s alpha was 0.809. A sample 

item: “I feel like a real part of this school”. 
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Career Adapt-Abilities Scale. The study adopted the Career Adapt-Abilities Scale 

(Savickas & Porfeli, 2012) and translated it into Chinese by Hou et al (2012). Participants rated 

each of the 20 items from 1 (strongly disagree) to 5 (strongly agree). Cronbach’s alpha was 

0.892, 0.944, 0.903, 0.921 for the career concern, confidence, control, and curious 

respectively, and 0.93 for the overall career adaptability. A sample item: “Thinking about what 

my future will be like”. 

Career exploration scale. Career exploration was measured with the 11-items Chinese 

version of the Career Exploration Survey (Guan et al., 2015) based on the Career Exploration 

Survey (Stumpf et al., 1983). The scale consists of self (5 items) and environment exploration 

(6 items) two subscales. Cronbach’s alpha was 0.861 for self-exploration, 0.866 for 

environment exploration, and 0.839 for overall career exploration. A sample item: “Sought 

information on specific areas of career interest”.  

 

Data analysis 

This study employed the partial least squares structural equation modeling (PLS-SEM) 

technique because this technique is appropriate to explore and predict relationships with 

proposed constructs with non-normal data (Chin, 2010; Hair et al., 2017). Furthermore, PLS-

SEM has advantage to deal with a complex model with many indicators for each construct 

(Hair et al., 2019), higher-order constructs (Sarstedt et al., 2019), and sequential mediation 

(Nitzl et al., 2016). SPSS 25 and Smartpls 3.3.2 were used to examine the proposed research 

model. Harman single-factor analysis was also used to address common method bias. The 

result indicated that the main extracted factor explains a mere 24.33% (< 50%) of the total 

variance. which demonstrates that common method bias appears to be of no concern (Cooper 

et al., 2020). 
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Assessment of Measurement model 

Cronbach's alpha, rho A, and composite reliability (CR) were used for evaluating the 

internal consistency and reliability of each construct, and average variance extracted (AVE) 

was used to examine the convergent validity. Table 1 demonstrates the outer loadings of the 

indicators above 0.708 (“D” referred to removed items, because of lower loadings), and CR 

values > 0.7. Also, the constructs presented convergent validity, with AVE values > 0.5 (Chin, 

2010; Hair et al., 2017). 

Table 1. Assessment of construct reliability and convergent validity. 

  Loading Cronbach's Alpha rho A CR AVE 

School belonging SB1 D 0.809 0.816 0.868 0.568 

 SB2 0.725     

 SB3 0.774     

 SB4 D     

 SB5 D     

 SB6 0.712     

 SB7 0.728     

 SB8 0.708     

Career concern Concern1 0.745 0.892 0.898 0.918 0.652 

 Concern2 0.704     

 Concern3 0.819     

 Concern4 0.856     

 Concern5 0.847     

 Concern6 0.861     

Career confidence Confidence1 0.865 0.944 0.945 0.956 0.783 

 Confidence2 0.849     

 Confidence3 0.89     

 Confidence4 0.908     

 Confidence5 0.899     

 Confidence6 0.897     

Career control Control1 D 0.903 0.906 0.928 0.721 

 Control2 0.872     

 Control3 0.852     

 Control4 0.866     

 Control5 0.789     

 Control6 0.81     

Career curious Curious1 0.784 0.921 0.922 0.938 0.718 

 Curious2 0.861     

 Curious3 0.841     

 Curious4 0.873     

 Curious5 0.86     

 Curious6 0.861     

Environment exploration envE1 0.702 0.866 0.868 0.9 0.6 
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 envE2 0.745     

 envE3 0.827     

 envE4 0.838     

 envE5 0.789     

 envE6 0.738     

Self-exploration selE1 0.815 0.861 0.863 0.9 0.643 

 selE2 0.801     

 selE3 0.804     

 selE4 0.77     

 selE5 0.82     

Family support famS1 0.72 0.77 0.793 0.85 0.588 

 famS2 0.784     

 famS3 0.851     

 famS4 0.707     

Friend support friS1 0.879 0.827 0.849 0.885 0.658 

 friS2 0.772     

 friS3 0.794     

 friS4 0.797     

Important others support othS1 D 0.749 0.781 0.855 0.664 

 othS2 0.769     

 othS3 0.811     

 othS4 0.826     

 

Next, discriminant validity was assessed using the Fornell-Larcker criterion (Fornell & 

Larcker, 1981) and the Heterotrait-Monotrait (HTMT) ratio of the correlations (Henseler et al., 

2015). Table 2 suggested that values of the square root of AVE (diagonal values) are higher 

than the coefficients of Inter-construct correlations which indicated good discriminant 

validity. Table 2 indicated that the value of the HTMT ratio lower than the threshold of 0.85 - 

0.9 (Hair et al., 2019; Henseler et al., 2015) suggested adequate discriminant validity.  
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Table 2. Assessment of discriminant validity using Fornell-Larcker criterion and HTMT. 

Fornell-Larcker criterion 

  1 2 3 4 5 6 7 8 9 10 

1 Family support 0.767          

2 School belonging 0.299 0.754         

3 Career concern 0.301 0.465 0.808        

4 Career confidence 0.269 0.418 0.74 0.902       

5 Career control 0.306 0.455 0.719 0.767 0.849      

6 Career curious 0.313 0.45 0.778 0.818 0.79 0.851     

7 Environment exploration 0.308 0.36 0.654 0.593 0.543 0.644 0.775    

8 Friend support 0.659 0.327 0.361 0.307 0.402 0.363 0.404 0.811   

9 Others support 0.47 0.198 0.3 0.224 0.286 0.281 0.304 0.661 0.815  

10 Self-exploration 0.305 0.32 0.551 0.538 0.534 0.567 0.722 0.435 0.402 0.802 

HTMT ratio criterion 

1 Family support           

2 School belonging 0.362          

3 Career concern 0.351 0.54         

4 Career confidence 0.304 0.481 0.813        

5 Career control 0.359 0.528 0.798 0.842       

6 Career curious 0.359 0.524 0.861 0.894 0.875      

7 Environment exploration 0.363 0.423 0.741 0.663 0.612 0.726     

8 Friend support 0.806 0.391 0.415 0.347 0.455 0.414 0.467    

9 Others support 0.603 0.254 0.36 0.259 0.34 0.331 0.368 0.836   

10 Self-exploration 0.356 0.378 0.623 0.601 0.603 0.642 0.834 0.506 0.491  

 

Assessment of higher-order construct 

According to Sarstedt et al. (2019), a disjoint two-stage approach was used to test the 

higher-order constructs. The first step is to assess the internal consistency, convergent validity 

as well as discriminant validity that have been presented in this study. In the second stage, 

latent scores of first-order components (e.g., career adaptability) were obtained from the first 

stage and made a new model with the second-order constructs with these scores. Table 3 

indicated the internal consistency, convergent validity, discriminant validity of second-order 

constructs, all values such as Cronbach's Alpha>0.7, CR>0.7, AVE >0.5, HTMT<0.85 fit the 

criteria well (Hair et al., 2017; Henseler et al., 2015), Fornell-Larcker criterion indicated that 
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values of the square root of AVE (diagonal values) are higher than the coefficients of Inter-

construct correlations (Fornell & Larcker, 1981).  

 

Table 3. Assessment of higher-order construct. 

Higher-order 
construct 

Subdimension Loadings 
Cronbach's 

Alpha 
rho_A CR AVE 

Career adaptability Concern 0.894 0.93 0.931 0.95 0.827 

 Confidence 0.911     

 Control 0.899     

 Curious 0.932     

Career exploration 
Environment 
exploration 

0.933 0.839 0.841 0.925 0.861 

 Self-exploration 0.923     

Social support Family support 0.826 0.816 0.84 0.891 0.732 

 Friend support 0.921     

 Others support 0.816     

HTMT ratio criterion      

 Career adaptability Career exploration Social support 

Career adaptability    

Career exploration 0.776   

Social support 0.457 0.548  

Fornell-Larcker criterion  

 Career adaptability Career exploration Social support 

Career adaptability 0.909   

Career exploration 0.687 0.928  

Social support 0.402 0.456 0.856 

Note: Diagonal values are the square root of the average variance extracted from each construct. 

 

Structural model assessment 

The first step to assessing the structural relationships, collinearity issues should be 

examined using inner VIF. Table 4 suggested that VIF values are well below the ideal threshold 

of 3.33 (Hair et al., 2017), Thus, there was no multicollinearity issue in this study.  

 

 

 

 

 

 

 

 



The Joint Conference of AHRD-ARACD 2021 

467 
 

Table 4 Assessment of structural model 

Path relationship VIF R2 f2 Q2 

     

SS -> SB 1.120 0.107 0.120 0.057 

SS -> CA 1.120 0.308 0.094 0.250 

SS -> CE 1.225 0.511 0.076 0.428 

CA -> CE 1.444  0.511  

SB -> CA 1.120  0.211  

SB -> CE 1.356  0.000  

Notes: **p < 0.001; SS (social support); SB (school belonging); CA (career adaptability); CE (career 

exploration); VIF (Variance Inflation Factor). 

 

Table 5 Mediation result 

Total Effect     

   Bias corrected bootstrap (95% CI)  

Path Coefficient t-value LCI UCI 

SS -> CE 0.456 7.179** 0.326 0.578 

     

     

Direct effect     

   Bias corrected bootstrap (95% CI)  

Path Coefficient t-value LCI UCI 

SS -> CE 0.213 3.871** 0.106 0.321 

Indirect effect     

   Bias corrected bootstrap (95% CI)  

Path Coefficient t-value LCI UCI 

SS -> CA -> CE 0.162 4.259** 0.086 0.236 

SS -> SB -> CE 0.000 0.025 -0.033 0.036 

SS -> SB -> CA -> CE 0.079 3.63** 0.042 0.127 

Notes: **p < 0.001; SS (social support); SB (school belonging); CA (career adaptability); CE (career 

exploration). 

Then, the bootstrapping results show the relationship of social support on career 

exploration (β= 0.213; p-value < 0.05) is significant, H1 is supported. As presented in Table 5, 

career adaptability mediates the relationship between social support and career exploration 

(H3: β=0.162; p-value < 0.05). However, the results demonstrate that the mediating influence 
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of school belonging between social support toward career exploration (H2: β= 0.000; t-value 

=0.025) is rejected. Moreover, the sequential mediating effect of school belonging, career 

adaptability between social support and career exploration (H4: β=0.079; p-value < 0.05) is 

significant. Thus, H2, H4 were accepted and H3 was rejected in this study. 

Additionally, the coefficients of determination (R2), effect size (ƒ2), and predictive 

relevance (Q2) were reported to evaluate the quality of the structural model. R2 is a measure 

of the model’s explanatory power which explains the variance in endogenous constructs (Hair 

et al., 2018). The results in Table 3 suggested that the model in this study indicated adequate 

explanatory capacity, as social support, school belonging, and career adaptability explained 

51.1% variance in career exploration. Furthermore, the effect size (ƒ2) was assessed to cross-

check the importance of each path. The values are divided into three levels: large (0.35), 

medium (0.15), and small (0.02) (Cohen, 2013). Career adaptability (ƒ2=0.511) was the most 

important predictor of career exploration, while school belonging (ƒ2=0.211) indicated a 

medium effect size on career adaptability. With regards to social support, the effect of 

(ƒ2=0.12) on school belonging, value of (ƒ2=0.094) on career adaptability, value of (ƒ2=0.076) on 

career exploration indicated small effect size. Finally, the Q2 predict values for career 

exploration (0.428), career adaptability (0.25) and school belonging (0.057) are greater than 

0, indicating the model’s predictive quality (Shmueli et al., 2019).  

 

Discussion 

This study aimed to demonstrate the relationship between social support perceived by 

undergraduates and career exploration and explore the mechanism underlying this 

relationship through investigating the sequential mediating role of school belonging and 

career adaptability. Following previous research, the study demonstrated that social support 

was positively associated with school belonging (Allen et al., 2018; Pang, 2020), career 

adaptability (Guan et al., 2015; Hui et al., 2018), and career exploration (Gagnon et al., 2019; 



The Joint Conference of AHRD-ARACD 2021 

469 
 

Lent et al., 2016). Mediation analyses also suggested that career adaptability mediated the 

relationship between social support and career exploration which provides new evidence for 

prior research (Guan et al., 2015). However, the study failed to support the mediating role of 

school belonging between social support and career exploration. The potential reason is that 

those who did not fit well in the existing academic environment may tend to explore more off-

campus work-related opportunities to get career identity (Praskova et al., 2015). Furthermore, 

only when career adaptability entered the model with school belonging together exert a 

significant sequential effect on career exploration.  

Theoretical implication 

The study empirically examined the sequential mediators between social support and 

career exploration which is consistent with the assumption in the person-environment fit 

approach and career construction theory. The current literature (Jiang, 2016; Kaur & Kaur, 

2020) advocates career development is driven based on the person-environment congruence 

which is facilitated by psychological resources (e.g., career adaptability). This study extended 

this evidence, finding that supplementary fit (Muchinsky & Monahan, 1987), such as school 

belonging, precedes career adaptability for undergraduates who perceived social support. The 

study further provided evidence with schools belonging to career adaptability which response 

to the call for more contextual predictors for adaptive resources (Guan et al., 2018; Rudolph 

et al., 2017).  

 

Practical implications 

The findings have practical implications for career practitioners and counselors. First, the 

study suggested that social support has positive effects on school belonging, career 

adaptability, and career exploration. Career counselors and educators should pay much 

attention to different kinds of support types. Specifically, for those who are not building good 

relatedness with others and are isolated from campus, career educators may alert that 
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whether parental interference hampers career adaptability (Guan et al., 2018). Second, the 

research also highlights that school belonging may not influence career exploration, but career 

adaptability for supporting youth. The result gives the insights that in the career interventions, 

practitioners may design to integrate the concept of career adaptability into counseling 

techniques to encourage the undergraduates to positively drive their exploring behaviors. 

 

Limitations and future directions 

There are several limitations to this study. First, the cross-sectional design prevented 

drawing causal conclusions regarding the relationship between social support, school 

belonging, career adaptability, and career exploration. Future research may use experimental 

and longitudinal designs to confirm causality. Second, the study only involved one university 

as a sample to test the proposed model. Future research should include more samples from 

diverse universities to represent the university samples. Finally, the current study has used 

self-reported scales, which may cause somewhat biased results. Future research may consider 

adopting objective measures or third-party assessment, such as supervisor’s rating or peer’s 

rating, and obtain multi-sources data to explore the different possibilities on career 

exploration.  
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Abstract  
 

This study examines the association between work-related smartphone use and 
occupational burnout on work-life conflict, followed by moderating effect of personal 
relationship satisfaction (PRS). The researchers hypothesize that both work-related 
smartphone use and occupational burnout as job demands predict an increase in 
work-life conflict. Meanwhile, PRS as a personal resource is predicted to potentially 
buffer this stressor-strain model. It is anticipated that at high levels of PRS, the 
relationship between work-related smartphone uses and occupational burnout on 
work-life conflict is weaker than at low levels of PRS. 109 Malaysian Administrative 
and Diplomatic Officers (PTDs) participated in the study. Results indicated that work-
related smartphone use, and occupational burnout significantly increases work-life 
conflict. Meanwhile, PRS is a significant moderator in buffering the relationship 
between work-related smartphone use and work-life conflict. By contrast, no support 
for the hypothesized moderating effect of PRS on the relationship between 
occupational burnout and work-life conflict was found.  

 
Keywords: work-related smartphone us, occupational burnout, work-life conflict, personal 

relationship satisfaction 
 

Introduction 

In today’s workplace, it appears nearly impossible to think of a typical workday without 

any mobile activities. The smartphones act as a facilitator at the workplace to enable an easier 

work-related process by managing smooth workflow and keeping on track at any time, at every 

location (Chen & Karahanna, 2014; Derks et al., 2015). This scenario has resulted in 

interconnected workplaces that are not fixed to one singular location and employees can be 

connected at any time, regardless of whether they desire to do so (Omar Lim, 2019; van Zoonen 

et al., 2020; Wang et al., 2019). In other words, the use of smartphone has facilitated teleworking 

that allows work to be done outside the employers’ locations.  

However, the flexibility of a smartphone that allows users to extend their working hours 

has been reported to blur the distinction between work and personal life (Omar Lim, 2019; van 
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Zoonen et al., 2020; Wang et al., 2019). When the dependency of a smartphone uses for work-

related purposes continues at the workplace without ensuring standard schedules (e.g., evening, 

weekend, and public holiday) becomes a norm, it can be challenging for employees to detach and 

relax (Derks & Bakker, 2014; Li & Lin, 2019). This phenomenon can be observed especially in some 

developing countries such as Malaysia (Saim et al., 2021; Wei & Teng, 2018). Some evidence 

suggests that work-related smartphone use is producing a more exhausted, cynical, and burned-

out workers (Derks & Bakker, 2014). This is particularly true, especially during Covid-19 

pandemic, whereby employers and employees depend heavily on smartphones for business and 

service continuality (David & Roberts, 2021).  

Scholars addressing occupational burnout among human service workers is exceptionally 

high in response to their changing work environment. Prolonged occupational stress will advance 

to burnout that can affect one’s well-being by experiencing emotional exhaustion, 

depersonalization, and reduced personal accomplishment (Bakker & de Vries, 2020; Jayarathna, 

2019; Lubbadeh, 2020). When employees fail to manage their occupational stress physically and 

mentally, it might spillover to their personal life domain (Kumari & Mishra, 2011; Rao & 

Chandraiah, 2012). A study conducted by Badawy and Schieman (2020) highlighted that an 

occupation that comes with greater power is associated with higher job stress, role blurring and 

work-to-family conflict.  

Numerous studies have been conducted to determine the relationship between work-

related smartphone use and occupational burnout on work-life conflict (Cao et al., 2020; Derks 

& Bakker, 2014; Derks et al., 2015; Omar Lim, 2019; van Zoonen et al., 2020) as well as potential 

moderators that can buffer this stressor-strain model. Variables that have been investigated by 

scholars as potential moderators include segmentation preference (Derks et al., 2015; Omar Lim, 

2019), boundary communication (van Zoonen et al., 2020), social norms and employees’ work 

engagement (Derks et al., 2015), transformational leadership (Syrek et al., 2013), support 

systems and resilience (Gupta & Srivastava, 2020). However, research that emphasizes emotional 

related personal resources as a potential moderator is rare.  

Hence, the researchers are interested to explore more on the moderating effect of PRS in 

this study. PRS refers to one’s overall satisfaction with his or her relationship with spouse, lover, 
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friends, colleagues and community. This vein of thought is triggered by a study conducted by 

Rubino et al. (2014) that revealed positive emotions are linked to job resources and negative 

emotions are connected to job demands. The researchers predicted that positive emotions that 

generate from satisfied personal relationship have the potential effect on one’s ability to manage 

and regulate their emotions to deal with work-life conflict. This notion is reinforced by few past 

studies that asserted greater relationship satisfaction is associated with greater happiness, life 

satisfaction, well-being as well as coping with stressors (Bonfils et al., 2016; Demirtas & Tezer, 

2012; Näslund & Reinholdsson, 2016).  

Conflict between work and other life domains is one of the hotly debated issues. Work-

life conflict occurs when one struggles in balancing the demands from work and personal life or 

spillover from work domain to personal life domain. In this study, PRS is selected as one of the 

study variables due to the researchers’ interest in measuring relationship satisfaction in a broader 

view rather than solely focused in marital relationship satisfaction. The reseachers broaden the 

research interface from work-family interface to work-life interface because of the changing 

social trends (e.g., increase women in the workplace and the change of men’s roles and 

perceptions in modern society) and unmarried individuals may also be facing work-life conflict.  

With aforementioned study background, this study aims to address the deafening gap in 

literature by determining the impact of work-related smartphone use and occupational burnout 

on work-life conflict among Malaysian PTDs with PRS as a potential moderator. Among different 

occupations in the Malaysian public sector, the researchers are interested in focusing on PTDs as 

these individuals are categorised as being in the human services industry that is associated with 

higher job authority of under considerable stress (Mohd Yunus & Mahajar, 2011;Yusof at el., 

2016). 

 

Literature Review 

Theoretical Foundation 

The researchers utilised the Job Demands-Resources (JD-R) theory as the theoretical 

foundation. According to the JD-R theory, different occupations may have its own risk conditions 

associated with job stress, and these working conditions are divided into two general categories, 
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namely, job demands and job resources (Bakker & Demerouti, 2014; Demerouti et al., 2001). Job 

demands are defined as aspects of one’s job that requires continuous physical and/or 

psychological effort and therefore, associated with certain psychological and/or physiological 

costs (Bakker & Demerouti, 2014; Demerouti et al., 2001). Examples of job demands include 

heavy workload, efficiency, creativity and innovation. Meanwhile, job resources are defined as 

the aspects of one’s job that aim to achieve goals, reduce job demands, and stimulate personal 

learning, growth, and development (Bakker & Demerouti, 2014; Demerouti & Bakker, 2011). Job 

resources include autonomy, coaching and mentoring, learning and development, as well as 

opportunities for career advancement (Bakker & Demerouti, 2014; Bakker & van Woerkom, 

2017; Demerouti & Bakker, 2011).  

Work-Related Smartphone Use and Work-Life Conflict 

There are different types of distractions related to work-related smartphones uses after 

work which negatively influences and interrupts one’s focus on personal life. One of the 

distractions is the impact on one’s concentration level, which in turn can shift one’s attention 

away from a task and affects one’s ability to continue the original task at hand (Iqbal & Horvitz, 

2010). The fear of missing out (FoMO) has made it impossible for one to ignore any smartphone’s 

notification (e.g., smartphone screen lights up, or rings) that is initiated by an email notification, 

text message, or incoming phone call (Li & Lin, 2019). Individuals easily become preoccupied with 

the demands from work and often take more time to refocus on their personal roles (Iqbal & 

Horvitz, 2010).  

Besides, organisational culture regarding work-related smartphone use also contributes to 

work-life conflict. When individuals are physically at home but digitally tied to work, establishing 

reasonable boundaries between their work and personal lives can be difficult (Derks et al., 2015; 

Li & Lin, 2019; Omar Lim, 2019; van Zoonen et al., 2020). Different job attributes could result in 

various smartphone dependency on work-related functions. However, knowledge-intensive 

occupations characterised by high levels of personal skills, with higher degree of autonomy are 

relied heavily on their smartphones both during work and non-work hours to facilitate demands 

from work (Derks et al., 2015; Ojala & Pyöriä, 2018). 
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Ha1: Work-related smartphone use predicts an increase in work-life conflict among Malaysian 

PTDs. 

 

Occupational Burnout and Work-Life Conflict 

Over the past few decades, researchers paid more attention to human service professionals 

in their research related to burnout more than other occupations as the nature of human service 

works that are emotionally and physically demanding (Kim & Wang, 2018; Maslach & Leiter, 

2016). Past studies emphasised on occupational burnout in high stress occupations such as bank 

workers (Khalid et al., 2020), nurses (Permarupan et al., 2020), police officers (Khalid et al., 2020) 

and firefighters (Kim et al., 2019). Notably, there is an interesting study conducted by Badawy 

and Schieman (2020) that investigates the impact of status gains in job authority and work-life 

conflict. The finding reports that an increase in job authority is associated with increase in job-

related pressure, role blurring, and work-life conflict. However, the study did not emphasise on 

specific human service workers that comes along with higher job authority.  

 

Ha2: Occupational burnout predicts an increase in work-life conflict among Malaysian 

PTDs. 

 

Moderating Effect of PRS On the Relationship Between Work-Related Smartphone Use and 

Work-Life Conflict 

PRS is predicted as a relationship buffer between work-related smartphone use and work-

life conflict by how emotions are regulated. It is expected that individuals with higher levels of 

PRS are more attached to their important persons and more easily detached from work to engage 

in positive interactions with others. This psychological detachment (e.g., avoid using smartphone 

for work-related functions after work) is triggered by positive emotions regulated from satisfied 

personal relationships. Two types of emotional regulation strategies can be used to explain this 

scenario which are allocation of attentional resources (e.g., selective attention to emotionally 

desirable stimuli) and cognitive reappraisal (e.g., mentally reframing the emotional event) (Gross, 

2002; Kobylińska & Kusev, 2019).  
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In contrast, individuals who have lower levels of PRS are predicted to have higher levels of 

work-life conflict. The generation of negative emotions from their dissatisfied personal 

relationship shifts away their attention from interacting with others (e.g., keeping smartphones 

turned on for work-related activities after work). This can be explained by attachment avoidance 

in low levels of relationship satisfaction that is characterised by negative perception of others, 

which results in discomfort with closeness and avoid involving in interaction with others (Liu & 

Ma, 2019; Pascuzzo et al., 2015).  

 

Ha3: PRS moderates the relationship between work-related smartphone use and work-life 

conflict among Malaysian PTDs. At high levels of PRS the relationship between work-related 

smartphone and work-life conflict is weaker than at low levels of PRS. 

 

Moderating Effect of PRS On the Relationship Between Occupational Burnout and Work-Life 

Conflict 

PRS is projected to be potentially moderating the relationship between occupational burnout 

and work-life conflict. In this study, the researchers focus on one’s personal role in detaching 

from one’s work domain by attending to self-emotional regulation strategy. It is predicted that 

one with a higher level of PRS carries positive emotions that helps to repair one’s mood and 

recovery from work-related stress. In this case, individuals utilise their reappraisal cognitive 

process by trying to manage their emotional experiences and stress at work and alter their 

emotions to detach from work during off-work hours. This assumption is supported by a research 

done by Geisler et al. (2019) which reported that emotional regulation and emotional regulation 

strategies are essential to moderate one’s exhaustion level within the context of human service.  

 

Ha4: PRS moderates the relationship between occupational burnout and work-life conflict 

among Malaysian PTDs. At high levels of PRS the relationship between occupational burnout 

and work-life conflict is weaker than at low levels of PRS. 
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Research Framework 

Research framework of the study as illustrated in Figure 1 was developed.  

 

 

Figure 1. Research framework 
Source: Derks et al. (2016); Omar Lim (2019) 

 

 

Methodology 

Participants and Procedures 

A cross-sectional study was conducted in different Malaysian Federal Government 

Departments located in Sarawak by employed convenience sampling due to time constraint and 

Covid-19 pandemic. Targeted population comprises of 110 PTDs received a detailed explanation 

of the study and completed the survey via online Google survey form. Participants were informed 

of the study’s purpose, benefits and risks, privacy and confidentiality. Participation was 

voluntary. The study was approved by Sarawak Federal Government Secretary’s office.  

Measures 

All the items are scored on a five-point Likert scale, ranging from 1 (strongly-disagree) to 

5 (strongly-agree). Work-related smartphone use was measured with a 4-item scale developed 

by Derks et al. (2016). An example of an item includes: “I used my smartphone intensively during 

after work hours for work-related purposes”. The 3-dimension occupational burnout was 

measured using Maslach Burnout Inventory-Human Service Survey (MBI-HSS) developed by 

Maslach, Jackson, and Leiter (1996). An example of an item includes: “I feel emotionally drained 

from my work”. Work-life conflict was measured using 4-item developed by Galvin and Peter 
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(2015). An example of an item includes: “I often do not have enough time for the important 

people in my life because of my job”. Relationship Assessment Scale (RAS) (Demirtas & Tezer, 

2012) was used to measure the respondents’ PRS as it is applicable to all types of relationships 

rather than merely on a marital relationship. “My partner constantly meets my needs” is one of 

the items. Cronbach’s Alpha of the adapted scales was .712, .856, .926, and .868 respectively in 

the present study. A total of 14-item related to demographics were designed to collect 

participants’ personal data.  

Data Analysis Techniques 

SPSS version 23 was used for statistical analysis. Descriptive statistic was used to analyze 

demographic background. Pearson correlation tests were applied among all study variables. The 

moderating effects of PRS were tested using Model 1 of Hayes’s PROCESS tool.  

 

Result and Discussion 

Demographic Profile  

Of the total 109 valid survey form received, 54.1% are predominantly female, 60.6% are 

between age 31-40, and 64.2% has bachelor’s degree. 41.3% are Malays, 84.4% are married, and 

94% are Sarawakians. As for household composition, 85.3% are dual-earned parents, 78.9% with 

children living at home, and the average youngest children’s age is 4-year 6-month. 52.3% are 

from grade 44, 54.1% has been working as PTD for 10 – 14 years. 98% are currently serving in 

Kuching, and 92.7% are holding a supervisory position. As for smartphone dependency 

composition, 85.3% have full access to email via smartphones, 97.2% are a part of work chat 

group members, and average each respondent has 9.52 work chat groups.  

 

Correlation 

Mean, standard deviation, and Pearson correlation among the study variables presented 

in Table 1. 
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Table 1: Mean, standard deviation (SD) and Pearson correlation among the variables 
 

 Mean SD Correlations 

   1 2 3 4 

1.Smartphone use 14.165 3.060 -    

2.Occupational burnout 66.706 9.991 .391** -   

3.Work-life conflict 11.789 3.880 .286** .736** -  

4.PRS 27.358 4.385 .157 -.315** -.223* - 

Notes: n=109, *p<.05; **p<.01. 

 

Results obtained revealed that there is a positive association between work-related 

smartphone use and work-life conflict (r=.286, p<.05), as well as occupational burnout and work-

life conflict (r=.736, p<.05). These are in line with Hypothesis 1 and 2. The results were consistent 

with previous studies, in that human service workers with higher power rely heavily on 

smartphones for work-related functions and experience higher occupational burnout that 

contributes to higher work-life conflict (Badawy & Schieman, 2020; Bakker & de Vries, 2020; 

Derks & Bakker, 2014; Jayarathana, 2019; Lubbadeh, 2020; Ojala & Pyöriä,2018; Omar Lim, 2019; 

van Zoonen et al. 2020; Wang et al., 2019). 

 

Moderator  

Moderating effect of PRS are presented in Table 2 and Table 3.  

Table 2: Moderating effect of PRS on the relationship between work-related 
smartphone use and work-life conflict 

 

 Coeff SE t P 

Intercept 𝑖1 11.926 .346 34.457 .000 

Work-related smartphone use (WSU) 𝑏1 .460 .115 4.006 .000 

Personal relationship satisfaction (PRS) 𝑏2 -.211 .080 -2.624 .010 

WSU*PRS 𝑏3 -.066 .032 -2.058 .042 

𝑅2 = .188      

F (3, 105) = 8.112, p<.05      

Notes: n=109; p<.05 
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Table 3: Moderating effect of PRS on the relationship between occupational burnout 
and work-life conflict 

 

 Coeff SE t P 

Intercept 𝑖1 11.937 .267 44.699 .000 

Occupational Burnout (OB) 𝑏1 .289 .027 10.813 .000 

Personal relationship satisfaction (PRS) 𝑏2 .009 .061 .151 .880 

OB*PRS 𝑏3 .011 .007 1.661 .100 

𝑅2 = .554      

F (3, 105) = 43.490, p>.05      

Notes: n=109; p>.05 

 

From Table 2, statistical result shows that the relationship between work-related 

smartphone use and work-life conflict was negatively moderated by PRS (b=-.066, SE=.032, 

p<.05). Significant interactions were plotted using procedures described by Aiken and West 

(1991) and Dowson (2013) as shown in Figure 2.  

 

 

Figure 2. Moderation of PRS on the relationship between work-related smartphone 
use and work-life conflict
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Figure 2 shows the relationship is weaker for individuals high on work-related smartphone 

use during off-work hours when PRS is high. This is in line with Hypothesis 3. Hence, the 

researcher’s prediction on individuals with higher levels of PRS are more attached to their 

important persons and more easily detached from work to engage in positive interactions with 

important persons was supported and in line with past studies (Gross,2002; Kobylińska & Kusev, 

2019).  

On the other hand, statistical results shown in Table 3 indicate that PRS was not a significant 

moderator on the relationship between occupational burnout and work-life conflict (b=.011, 

SE=.007, p>.05). The interactions were visualised in Figure 3. The plot of the interaction effect in 

Figure 3 shows in contradiction to Hypothesis 4. It is found that the relationship between 

occupational burnout and work-life conflict is stronger for individuals high on occupational 

burnout when PRS is high. Hence, the researcher’s prediction on the moderating effect of PRS on 

the relationship between occupational burnout and work-life conflict among Malaysian PTDs is 

inconclusive. A plausible explanation for this finding might be due to a shift from the traditional 

office-based working environment to alternative work arrangement (e.g., work from home) due 

to the Covid-19 pandemic, as this research was conducted during the pandemic. Factors that 

contribute to the results obtained might include the blurred lines between work and family, 

distractions (e.g., young children or family members), social isolation, lack of resources (e.g., 

workstation, laptop, or internet connection). Another point to ponder is that the researchers 

found most of the respondents, about 84.4% are married and 78.9% have children living at home 

with them. Hence, there is a possibility that they are struggling to juggle between home and work 

commitments simultaneously when the Government announced the closure of schools and 

childcare centres during the pandemic. It is supported by a recent study conducted by Vyas and 

Butakhieo (2020) which reveals that work from home relates to the inability of remote workers 

to disengage from work.  
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Figure 3. Moderation of PRS on the relationship between occupational burnout and 
work-life conflict 

 

 

Implications 

First, the findings from the study contribute to the body of knowledge on the impact of 

work-related smartphone use and occupational burnout on work-life conflict among Malaysian 

PTDs and the moderating effect of PRS. It is unique because it attempted to study PRS as a 

moderator in the stressor-strain model that has never been studied before based on literature. 

Being the first-work to explore the moderating effect of PRS in a Malaysian setting, the present 

study offered a new insight into work-life studies.  

Second, the findings provide insights to human resource practitioners in planning and 

designing training programs. Training for professionals could include skills on how to use personal 

coping skills to detach from work during off-work hours, to cope with work related stress, and to 

manage conflict in juggling between personal life and work commitments simultaneously.  

Finally, the findings can assist policymakers in outlining related policies and procedures in 

promoting work-life balance and enhancing employees’ well-being. Policies and procedures 
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related to the usage of a smartphone for work-related functions during off-work hours and work-

life balance can be defined to protect employees from work stressors.  

 

Limitation and Future Research 

It is imperative to acknowledge the limitation of the present study. This study was 

conducted on cross-sectional data. Hence, no conclusions on the direction of causality can be 

drawn. It is suggested that future research employs longitudinal study by collecting data from the 

same sample over an extended period of time. Another limitation comprises the generalizability 

of the findings as the present study is based on a single occupation in government sectors. Future 

research can broaden the target group to different careers in government sectors and private 

sectors. Besides, there are only two stress factors included in this study. Future research can 

include other stress factors that might contribute to work-life conflict. Finally, the researchers 

suggest future research to employ a qualitative approach for in-depth investigation. 
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THE MODERATING EFFECT OF ONLINE WORK DEMANDS ON THE RELATIONSHIP BETWEEN 
BOUNDARY MANAGEMENT BEHAVIOUR AND WORK FAMILY CONFLICT 

 

Dayangku Shahirah Awang Kok Omar, Surena Sabil, & Zaiton Hassan 
Universiti Malaysia Sarawak 

 
 
Abstract 
 

The current scenarios shows that there are challenges on online work demands that 
occur during the Covid-19 pandemic. Therefore, the objective of this study is to 
investigate the moderating effects of online work demands on the relationship 
between boundary management behaviour and work-family conflicts among 
educators. The research was conducted among educators in selected public 
university in Sarawak. The findings show that there is no significant relationship 
between boundary management behaviour towards work to family conflicts and 
family to work conflict. However, online work demands moderate the relationship 
between boundary management behaviour and work-family conflicts and family-
work conflict. The findings of this research have several implications and 
recommendations for the enhancement of future research.  
 

Keywords: Online work demands, boundary management behaviour, work-family conflict, family-
work conflict, educators 
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WHY DO FAMILY-FRIENDLY WORK PRACTICES REDUCE EMPLOYEE TURNOVER? RELATIVE 
IMPORTANCE OF THREE THEORY-BASED PATHWAYS 

 
Norihiko Takeuchia and Yuhee Jungb 

aWaseda University  
bNational Cheng Kung University 

 
 
Abstract 
 

With increasing female participation in the workforce and the growing need to care 
for elderly family members along with the population aging, supporting employees in 
balancing work and family life has become an important challenge for firms. Although 
existing studies have shown that organization-sponsored family-friendly work 
practices (FFWPs) promote employee retention, the evidence on what drives 
employees to stay with an organization through FFWPs remains equivocal. This study 
proposes and tests three hypothetical pathways through which FFWPs can lead to 
actual turnover behavior via the lens of a substantive and symbolic value perspective. 
Using data from four time-lagged surveys over Japanese employees, our structural 
equation results revealed that employees’ perceptions of FFWPs lead to lower actual 
turnover via symbolic value-based motivation (i.e., increased perceived 
organizational prestige) rather than substantive value-based motivation (i.e., reduced 
work-family conflict or enhanced needs-supplies fit). Theoretical and practical 
implications are discussed. 

 
Keywords: Family-friendly work practices; Perceived organizational prestige; Work-family 

conflict; Needs-supplies fit; Actual employee turnover; Symbolic value  
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RESPONSIBLE APPROACH OF TALENT MANAGEMENT PRACTICES IN MALAYSIA PUBLIC 
SERVICE 

 
Nor Azura Mohd Yusof and Nor Wahiza Abdul What 

Faculty of Educational Studies, Universiti Putra Malaysia 
 
 
Abstract 
 

This study aims to explore the characteristics of responsible talent management 
(RTM) and to propose a framework from the perspective of public service and 
learn about the experience of the different groups of public employees (High-
Potentials and Non-High Potentials). This is done by systematically exploring the 
ethical and responsible approach from the lens of procedural justice based on the 
TM practices that includes talent identification, talent development and talent 
retention strategies. 
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EXPERIENCES OF CAREER TRANSITION AND CAREER GOAL PURSUITS OF SINGAPORE 
PROFESSIONAL MANAGERS, EXECUTIVES AND TECHNICIANS (PMETS) 

 
Jenn Yeoong Leong 

Anglo-Chinese Junior College, Singapore  
 
 
Abstract 
 

According to the Brandtstädter & Renner (1990) individuals tend to either 
orientate towards assimilation (active goal pursuit) or accommodation (goal 
adjustment for self or environment) strategies in their goal pursuit. In their 
lifetime, be it in career transition or in ageing, there is a tendency for the individual 
rely more on one dominant approach. This dominant approach will consequently 
affect their behaviour and strategies they use to achieve their goals. This paper 
studies the career narratives of six Singaporean professional managers, 
executives, and technicians (PMETs) age 40-50 who have undergone various 
career transitions in their career lifespan and how they have used any of the two 
approaches in managing their career transitions. Insights gleaned from their 
career narratives will inform career counsellors, coaches and educators on the 
dominant approach used by Singaporean PMETs and how they can better engage 
their target audience in managing their career transitions better in a VUCA world.  
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FACTORS INFLUENCING MANAGERS’ CSR DECISIONS: A RESEARCH FRAMEWORK 
 

Eka Noorul Baitie Darwin, Siti Noormi Alias, Zoharah Omar, & Mohd Ashraff Mohd Anuar 

Universiti Putra Malaysia, Malaysia 
 
 
Abstract 
 

Although numerous studies have investigated the role of managers in making CSR 
decisions,  not many offer findings on factors affecting managers’ decisions in 
engaging with CSR activities. Some studies discuss CSR practices by highlighting 
factors that directly influence CSR implementation in the organization but do not 
focus on managers as individuals playing a vital role in deciding CSR. Other than 
that, no study was found using Upper Echelons Theory and Model of Strategic 
Decision-Making Effectiveness to examine such factors. Thus, this study aims to fill 
the gap in the literature by identifying factors affecting managers’ CSR decisions 
based on respected theory and model. The findings should help future researchers 
to study in greater depth on influence of managers’ characteristics and their 
psychological makeup, organizational characteristics and also external 
characteristics on managers’ CSR decisions. HRD practitioners also can consider 
the contributing variables when plan strategies for CSR implementation for the 
organization. 

 
Keywords: CSR practice, CSR decision-making, managers, organization 
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LEBANESE SEXUAL HARASSMENT LAW: TOWARDS AN EFFECTIVE IMPLEMENTATION AT THE 
WORKPLACE 

 
Hussein Darwish and Yasmeen Makarem 
American University of Beirut, Lebanon 

 
 
Abstract 
 

This study takes the case of the newly passed Lebanese anti-sexual harassment law 
(Law No. 205) to investigate the corporate organizational factors that may inhibit as 
well as facilitate its interpretation and subsequent implementation at the 
workplace. Informed by the modern organizational perspective, the contingency 
theory approach, along with Lewin’s change model, the study will analyze 
qualitative data after conducting semi-structured interviews with Lebanese HR 
managers. Factors pertaining to corporate environment, technology, size of 
operations, and human capital are expected to emerge, and their critical interplay 
is likely to greatly shape organizational decision-makers’ understanding and 
implementation of the law. The study will provide a significant contribution by 
addressing an untapped research area to generate insights on how best to 
overcome the barriers and capitalize on the facilitators for sustained effective 
implementation, thereby helping to achieve key HRD goals, namely improving 
individual career success and enhancing overall organizational performance.  

 
Keywords: Workplace sexual harassment, Lebanese sexual harassment law, modern 

organizations, contingency theory, change management.  
 

 
Introduction 

Sexual harassment is a widespread problem around the world. Consistent empirical studies 

as well as cross-national mobilizations continue to highlight its ubiquity, despite it being outlawed 

across many countries in the world (McDonald, 2012). Social movements against sexual 

harassment like #MeToo and #TimesUp went viral and have sparked global consciousness 

(Areguin & Cortina, 2020). Owing to this, women across different regions have launched parallel 

movements with relative national variations (Lichtenstein, 2017; Schneider & Carpenter, 2019). 

In the Middle Eastern Arab region, for instance, women have responded with similar uprising 

activities (#Ana_Kaman, #NotYourAshta, #MeshBasita) to illustrate personal experiences and 

raise awareness (Karam & Ghanem, 2019). 
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Although the Arab region has recently witnessed significant judicial progress to prohibit 

workplace SH, Arab nations generally still fall behind in comparison to other developing countries 

(World Bank, 2018). Up until the year 2020, only half the 22 Arab countries have laws prohibiting 

sexual harassment at the workplace. Six criminalize it in the    labor law, namely Bahrain, Iraq, 

Jordan, Libya, Morocco, and Somalia; while the other five countries, Saudi Arabia, UAE, Algeria, 

Tunisia, and Lebanon criminalize SH in the penal code. The most recent among these is the 

Lebanese law (No. 205) that was passed in December 2020. Under this law, perpetrators can face 

up to four years in prison, and can be fined up to 50 times the minimum wage. In addition to 

punishing the perpetrators, the law also offers protection to the victim and witnesses. 

Problem Statement, Research Objective and Questions 

Sexual harassment laws, in their ultimate emphasis, secure legal remedies for survivors and 

hold harassers, and in some cases employers, accountable for the incident (Zippel, 2006). 

Nevertheless, the work context gives rise to certain organizational bylaws and standards whose 

interplay shapes the ways decision-makers in organizations interpret and implement the law 

(Cahill, 2001). These laws, in turn, overlook the variations in organizational factors and their 

relative influence on law interpretation and implementation in the workplace. In such a context, 

a dearth of knowledge exists around the organizational factors that shape the interpretation and 

subsequent implementation of the Lebanese SH law. Hence, it seems important to try to 

investigate the following research questions: 

a. What corporate organizational factors may inhibit the implementation of the Lebanese 

SH law in the workplace?  

b. What corporate organizational factors may facilitate the implementation of the 

Lebanese SH law in the workplace? 

c. How can organizations overcome the barriers and capitalize on the facilitators for 

sustained effective implementation of the Lebanese SH law?  

Theoretical Framework 

The study adopts a modern organizational perspective and is primarily informed by 

concepts from the contingency theory approach. Furthermore, the study takes a major HRD 

standpoint by focusing on Lewin’s three steps change model. 
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Modern organizational writers view an organization as a system, particularly an adaptive one that 

is made up of different yet interrelated parts, so-called subsystems. Scott (1961) considers the 

conceptual analytical base of this model along with its integrating nature to be key distinctive 

qualities. As a corollary, it facilitates the exploration of a panoply of organizational phenomenon 

in a comprehensive manner, with workplace sexual harassment appearing to be of main 

relevance. Furthermore, the contingency approach suggests that the best organizational, 

leadership, or decision-making style depends upon various internal and external factors. These 

factors may be portrayed as the environment, technology, size of operations, and human capital. 

Since this paper is mainly concerned with investigating factors at the organizational level, 

emphasis will be placed on internal constraints and facilitators, along with their subsequent 

influence. Moreover, in his change model, Lewin suggests that successful change management 

starts with unfreezing at first, that is reducing those forces maintaining the organization’s 

behavior at the present level. Next comes the moving step with intervening in the organizational 

system to shift the behavior into the desired state. Finally, the need to refreeze at the end is 

paramount in order to stabilize and reinforce the organization’s new state. Against this backdrop, 

becoming aware of and understanding the factors influencing the interpretation and 

implementation of the Lebanese SH law helps to mobilize effectively against SH at work to 

transform the status quo and achieve sustained change management. A safe and healthy 

workplace environment, then, would result in individual career success as well as enhanced 

organizational performance.  

 

Literature Review 

Global Evolution  

Guidelines on sexual harassment were first established by the U.S. Equal Employment 

Opportunity Commission (EEOC) in 1980 where SH was specified to be a violation of Title VII in 

the Civil Rights Act. Following the enactment of the U.S. commission, Australia amended its Sex 

Discrimination Act in 1984 to define and prohibit sexual harassment. Two years later, the UK 

government outlawed sexual harassment through an amendment of its 1975 Discrimination Act. 

Ever since then, many countries around the world started to progressively follow suit by 
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establishing a panoply of statutory provisions that acknowledge sexual harassment and specify 

ways to combat it (Husbands, 1992). Nonetheless, legal approaches to prohibiting sexual 

harassment at work vary across countries (Husbands, 1992). Some countries like the US and 

Australia proscribe workplace SH in equal opportunity law, while others follow labour and 

criminal law such as France and Lebanon.  

Consequences, Costs, and Reporting 

The scholarship on sexual harassment heavily centers around the workplace. Consistent 

results from hundreds of empirical studies demonstrate the wide range of mental, health, and 

employment-related adverse consequences victims often experience (Fitzgerald et al.,1997a). It 

is also well-documented that SH at the workplace imposes direct and subtle costs on 

organizations (McDonald, 2012). Although targets are more likely to file a complaint in cases 

involving sexual assault (Benavides-Espinoza & Cunningham, 2010; Stockdale et al., 1999), sexual 

harassment generally remains an underreported phenomenon (Allen, 2007; McDonald, 2012). 

Estimates in the west indicate that the percentage of targets who file formal complaints does not 

exceed 30, while a maximum of 1% subsequently makes it to legal fora (Fitzgerald et al., 1995; 

Wayte et al., 2002). Indeed, targets are generally concerned that reporting would make no 

difference, or it would even exacerbate the problem (Bergman et al., 2002; Lee et al., 2004). 

Owing to this, they often avoid formal complaints whether through internal organizational 

mechanisms or external government bodies (Firestone & Harris, 2003).  

Sexual Harassment in the Legal Context  

As the definition of sexual harassment varies in legal jurisdictions, some countries have 

explicitly adopted two classifications – quid pro quo and hostile environment – while others 

modified them to best fit within their law (Husbands, 1992; Welsh, 1999). Quid pro quo 

represents the traditional, narrow case in which supervisors or employers misuse their authority 

to obtain sexual favors in return, whereas the hostile environment is a broader definition that 

involves all unwelcomed sexual advances whether verbal, non-verbal, or physical, all of which 

creates an intimidating environment that affects an employee’s psychological health and work 

performance (Bell et al., 2002; EEOC, 1990; Welsh, 1999). Nevertheless, employees’ relative 
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understanding of SH laws, which is referred to as the legal consciousness process or “naming, 

blaming, and claiming,” is influenced by many factors including conduct severity and frequency, 

perpetrator’s profile, organizational size, fear of job loss, fear of retaliation, along with 

differences in societal attitudes and perceptions on gender roles (Hayes, 2004; Wear et al., 2007; 

Fielden et al., 2010).  

While pursuing legal remedies may sound like a prudent option, it is not always the case. 

The fact that legal procedures run on a case-by-case basis promotes the notion that SH is an 

individual problem and does not address organizational as well as structural factors that facilitate 

its occurrence (Livingston, 1982). Besides, pursuing legal grievance mechanisms places women in 

a victim position once again, and requires maintaining legal counsel which results in additional 

psychological and financial burdens (Kaplan, 1991). Victims may also face unsympathetic claim 

arbitrators who may not rule in their favor, especially when witnesses are not secured (Evans, 

1978; Coles, 1986). As a result, women who quit their jobs because of SH may obtain minimal 

compensation. Lastly, the bureaucratic nature of legal grievance procedures contributes to 

process slowness, unfairness, and lack of confidentiality (Weeks et al., 1986).  

 

Methodology 

Given the exploratory nature of this study – exploring the barriers and facilitators 

surrounding the implementation of the Lebanese SH law at the workplace – a qualitative design 

will be adopted. Such a research paradigm would allow to hear, interpret, and reflect on voices 

of relevant and critical social actors.  

Sampling Strategy 

Though the aim is to recruit a sample size of 8-12 participants, the exact number will be 

contingent upon the theoretical saturation of the data (Lincoln & Guba, 1985). Since this research 

is exploratory in nature, a purposeful sampling approach will be adopted. More specifically, the 

study will follow a criterion sampling strategy as explained in the below table.  

 

 

 



The Joint Conference of AHRD-ARACD 2021 

 

503 
 

 

Table 1: Sampling Criteria 
 

Criterion Rationale 
Lebanese 
nationality  

To ensure participants’ familiarity with the Lebanese culture 
which helps obtain culturally relevant information. 
 

At least a bachelor’s 
degree 

To guarantee having a more mature and informative 
discussion.  
 

HR managers in 
medium-to-large 
corporate 
organizations in 
Lebanon 

HR managers in such organizations are more likely to have had 
SH incidents at their workplace, and thus will be more familiar 
with the topic. Besides, they are more likely to have SH policies 
which provides an interesting case to evaluate against the law. 
 

No less than 7 years 
of professional 
experience 

To identify HR managers who are familiar with the Lebanese 
labor law, thereby securing a richer source of information. 
 

Employed  To obtain contemporary data.  
 

Recruitment Procedure 

This study will use LinkedIn as a primary recruitment tool. Prospective participants 

meeting the aforementioned criteria will be identified through LinkedIn and contacted via 

LinkedIn direct messaging and/or email. Besides, faculty members will be asked to refer further 

potential participants if a need be.  

Data Collection  

Semi-structured interviews will serve as the primary data collection tool for this research. 

They will be held via online platforms, as per the interviewees’ preference and at a time that is 

most convenient to them. Questions will be open-ended and accompanied with clarification 

probes for unclear responses as well as elaboration probes for interesting answers. Besides, note-

taking will be used to reflect on interviewees’ behavioral responses in order to obtain 

contextually rich data.  

Proposed Data Analysis 
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First, interviews will be transcribed verbatim and side notes will be gathered as to prepare 

and organize all the data. Next, data collected will be reviewed at least two times. After that, an 

iterative process of code creation and revision will begin in order to derive themes. Lastly, the 

emerging themes will be presented in a cohesive, and comprehensive manner.  

 

Study Significance and Implications 

This study will contribute to the scholarship on sexual harassment laws and provide new 

knowledge by addressing an untapped research area. Consequently, findings from this paper can 

be used by researchers in future studies targeting SH laws in general, or the Lebanese one in 

specific. Furthermore, the findings will allow organizational decision-makers in Lebanon to be 

cognizant about the ways by which the employment context is shaping their interpretation and 

subsequent implementation of the SH law, thereby helping to equip them with the needed 

insights to foster safer and more equitable workspaces. This, in turn, helps minimize workplace 

SH consequences and contributes to achieving key HRD goals, namely improving individual, 

group, as well as organizational effectiveness and performance, which leads to enhanced 

employee potential and ultimately sustainable human development. Beyond organizations, it is 

hoped that findings from this study will benefit national policymakers as well as the overall 

Lebanese society by highlighting the interlink between organizational factors and law 

implementation at the workplace, which can pave the way for overcoming the barriers and 

capitalizing on the facilitators for sustained effective implementation. 
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Abstract 
 

This review is based on empirical studies of collaborative learning published in 
academic journals from 2017 to 2020. We classified the research foci of the 
literature and analyzed the connection between categories. Following an 
integrative literature review model and using constant comparative analysis as the 
research method, we found three trends that emerged: 1) compared with 
cooperative learning, collaborative learning is more likely to be used in higher 
education; 2) teaching methods is still the main focus of collaborative learning 
research, but other cross-studies are increasing rapidly with more complex research 
content; and 3) the reflection and criticism of collaborative learning extended from 
students' learning outcome orientations to learning processes and learning 
experiences. Further, we collated and compared the terms and theories of 
collaborative learning and put forward a new theoretical framework based on 
complex adaptive system theory (CAS) for a comprehensive understanding of 
collaborative learning. 
 

Keywords: collaborative learning, cooperative learning, higher education, complex adaptive 
system 

 

 

Introduction 

Collaborative learning (CL) has been widely adopted in different disciplines, school 

environments, age groups, and organizations. The importance of CL in higher education (HE) has 

been extended from initial student learning to teaching, teacher education (Weinberger & 

Shonfeld, 2020), and teaching management (Friend & Cook, 2014). Bentley and Cazaly (2015) 

pointed out “effectively supporting collaboration for the purpose of student learning is the 

overwhelming strategic priority for education policy and management” (p. 7). CL has been 

reviewed by scholars in many subject areas such as nursing education (Männistö et al., 2020), 

mobile computer support (Amara et al., 2016), technology support (Fu & Hwang, 2018), and 
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mathematics (Turgut & Gülşen Turgut, 2018). Most reviews have focused on a specific topic, and 

the literature spans a relatively long time. However, the review of CL in HE recently is still a blank. 

The purpose of this abbreviated (because of conference word limitations) integrative literature 

review was to examine journal-published empirical literature to identify, categorize, and 

summarize research foci of CL in HE. Specifically, this study answers the following research 

questions: 

1.  What are the categories of empirical journal articles related to CL in HE? 

2.  What are the relationships among these research categories? 

3.  How can the current situation and the trends of CL be understood by studying the 

relationships among focus categories? 

 

Terminology 

CL is an orientation, a way of learning, a technique of teaching in classrooms. This concept 

has also been as peer learning, team learning, group-based learning, group learning activities, 

group work, peer collaboration, cooperative learning, and collaborative learning. Cooperative 

and collaborative learning are considered to be key concepts in group learning (Decuyper et al., 

2010). We differentiate the two as follows: 

1) Settings. While not universally accepted, cooperative learning is widely used in K-12 

settings, while CL is usually related to HE practice and research (Barkley et al., 2014), or 

cooperative learning is for children and youth, whereas CL is for college and university students 

(Bruffee, 1995).  

2) Activities. Cooperative learning and CL are different in “the way in which an activity is 

divided” (Dooly, 2018). Cooperating tasks are hierarchically divided into independent subtasks, 

and coordination is needed to combine partial results.  

3) Way of interaction. “Collaboration is a philosophy of interaction and personal lifestyle; 

whereas cooperation is a structure of interaction” (Kyndt et al., 2013, p. 134). It is a classroom 

technique aimed at promoting realization of the final product or goal. 
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4) Nature of knowledge. The knowledge matched with cooperative learning is 

“foundational knowledge,” used for the learning of “non-foundational knowledge” (Bruffee, 

1995, p. 15), such as construction of new knowledge and critical argumentation.  

5) Engagement quality. Cooperative learning and peer collaboration differ in the quality 

of peer engagement that they tend to foster. In terms of extensive, intimate, and connected 

engagement (Berndt, 1987) and mutuality, peer collaboration is high, while cooperative learning 

is low to moderate. Such engagement will always be limited by the inevitable task segmentation 

that requires students to complete most of the work independently (Damon & Phelps, 1989).  

 

Methodology and Methods 

Following a pragmatic worldview, we use an integrative literature review (Torraco, 2005, 

2016) of  articles published from 2017-2020. Articles needed to meet four criteria: 1) empirical 

research published in a peer-reviewed journal 2) between 2017 and 2020 3) in the HE 4) within 

CL or cooperative learning. First, we searched the ERIC and the Web of Science under the search 

terms of cooperative learning, CL, HE, tertiary education, and collaborative groups in time period 

of 2017-2020 (Table 1).   

 

Table 1. Combinations of Terms Used in Databases 

Database Period Terms Number of Articles 

ERIC (Peer Review) Since 2016 
higher education: 
cooperative learning 

828 

ERIC (Peer Review) Since 2016 
higher education: 
collaborative learning 

821 

Web of Science 2017-2020 
cooperative learning 
higher education 

315 

Web of Science 2017-2020 
collaborative learning 
higher education 

733 

 

Based on a review of article titles, abstracts and keywords, the number of applicable 

journal articles was many fewer than the initial search results and finally 32 articles were included 

for further analysis. A constant comparative analysis (Charmaz, 2014) was conducted to identify 

focus categories, research types, methods, participants, and conclusion (Table 2). Key 
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information, such as research purpose, research contents, and research results of each article 

were coded. Articles with similar elements were aggregated. Commonalities and differences 

among articles emerged. 

 

 Table 2. Comparison Types of TLM 

Study CL Traditional Methods 
Karacop (2017)  Jigsaw method Confirmatory laboratory method 
Tadesse et al. (2020a)  Informal cooperative learning Traditional lecture 
Männistö et al. (2019)  Collaborative digital learning 

environment 
Traditional classroom setting 

Tadesse et al. (2020b)  Formal cooperative learning Traditional lecture-based instructions 
Alwaleedi et al. (2019)  collaborative writing groups Traditional groups 

 

Findings 

Four categories emerged: 1) teaching or learning methods (TLM), 2) competence and 

behaviors (CB), 3) traits and experiences (TE), and 4) auxiliary tools (AT). These categories 

emerged in two forms: single-categories and cross-categories.  

Single-category Studies 

This section discusses the articles with individual categories. 

Teaching or learning methods (TLM) 

Three types of research exist: comparison, incorporation, and CL-related innovative 

methods.  

The review shows CL is being compared with traditional methods (see Table 2) and is 

explored further in relation to other aspects by scholars (the cross-category section). Comparison 

studies show that CL yields improvement in instructional processes (Tadesse et al., 2020b), 

nursing education learning outcomes (Männistö et al., 2019), students’ perceptions of task 

orientation (Tadesse et al., 2020a), and student teachers’ achievement (Karacop, 2017).  

Competence or behaviors (CB) 

Competence is “a series of knowledge, abilities, skills, experiences and behaviors, which 

leads to the effective performance of an individual's activities” (Maaleki, 2018, p. 18).  

Six of the seven articles support the view that students' skills and related behaviors can 

be developed through learning design, such as CL. The remaining article relates to learners’ 
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proactive behaviors that have an impact on knowledge construction in a jigsaw (García-Almeida 

& Cabrera-Nuez, 2018). The other six studies will be discussed in the cross-category section.  

Traits or experiences (TE) 

The education system in the US has witnessed a dramatic change in which academic tasks 

are increasingly done by students in a collective environment (Bertucci et al., 2010). However, 

evidence shows that not all individuals see groups as a source of support and security (Belbin, 

2012; Bradley et al., 2013), which led to the emergence of research on the aspects of learners' 

traits and their experiences, such as students complaining repeatedly about group work and 

many reporting negative experiences using CL (Forrest & Miller, 2003; Gillespie et al., 2006; 

Taylor, 2011). 

Excluding the other four studies in the cross-category section, the most recent research 

in this review presented three aspects echoing the topic under the CL framework by analyzing 

the experiences of quiet students, or students with quiet personalities, in CL (Medaille & Usinger, 

2020), personality traits in group work (Lavy, 2017), and gender inclusiveness in group formation 

(Arashpour et al., 2020).  

Auxiliary tools (AT) 

With the development of the Internet, Net Generation learners, a term coined to describe 

young adults today (Ab Hamid et al., 2015), usually use technology effectively in their study life. 

Two studies relate to learners’ daily life, social media. Al-Rahmi and Zeki (2017) 

elaborated that social media have advantages to satisfy the needs of the learners. Manickam et 

al. (2020) showed that social media can be used as an educational tool to help students 

collaborate and interact effectively. The other two studies relate to learners’ study life 

(Yadegaridehkordi et al., 2019), and a social annotation (SoAn) tool (Chan & Pow, 2020). 

Cross-category Studies 

There are studies that span two categories. This kind of research usually focuses on the 

relationship between CL as a teaching method and other variables, or a combination of variables 

outside the scope of CL teaching methods. 
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TLM → CB  

As typical cross-category patterns, TLM as an environment or a method and CB as a target 

or result, or TLM→CB, are discussed here. More attention has been paid to communication 

ability, interpersonally (Han & Son, 2020) or interculturally (de Hei et al., 2020; Inada, 2020).  

Interpersonal competence is frequently called on in cooperative work (Han & Son, 2020). 

Such ability is increasingly of interest to researchers in CL, especially in international education 

settings. Using an international classroom setting in the Netherlands, de Hei et al. (2020) 

concluded that an interest in groups with people from different cultural backgrounds contributed 

to learning outcomes in intercultural competence development. 

Other skills, such as key transferable skills (Canelas et al., 2017) and teamwork skills 

(Azizan et al., 2018), were examined. As part of soft skills, they are valued by both educators and 

employers. Loes et al. (2017) indicated that peer interactions in CL could possibly influence 

persistence to the 2nd year of college. 

AT → CB  

Auxiliary tools have some influence on participants’ competence or behavior. Playing 

commercial video games had a positive effect on adult learners in communication ability as 

shown by Barr (2017), who also suggested that skills of graduates might be improved. Another 

study by Wiedmann et al. (2019) explored the feasibility of an assessment tool measuring student 

teachers’ monitoring competence.   

TLM+AT 

The plus symbol indicates two or more categories are the main research areas in the same 

study. Two studies fit this pattern: a) visualization, both as an analytic technique in designing 

specific scaffolds in particular contexts and as tools for analyzing the designed scaffolds in 

students’ learning processes (Lämsä et al., 2018), and b) a validated global model in 

understanding the key factors affecting online CL and examining intra-group emotional support 

and online collaborative tools (Hernández-Sellés et al., 2019). 

TE+AT 

An research in China implied that mutual trust, social influence, and reward valence 

among students can promote teamwork engagement in a CL environment (Zhang et al., 2019). 
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Another study explored students’ experiences, interactivity, and personal response system (PRSs) 

(Chan et al., 2019), which showed active CL plays an intermediary role between interactivity and 

students' learning performance. 

TLM+TE  

De Hei et al. (2018) examined the relationship between students’ evaluation of CL design 

components and their perceived learning outcomes. The results supported the idea that 

students' evaluation of task characteristics and group constellation was related to the growth of 

domain knowledge that they perceived. Although the concept of group constellation (Neff, 1974) 

was put forward a long time ago, scholars have different interpretations of the concept. We 

adopt De Hei's point of view that group constellation refers not only to the size of the group or 

how to form the group, but also to why the group is formed in a particular way (De Hei et al., 

2016).  

CB+TE  

This cross-category pattern contains one article, a longitudinal study on the link between 

critical thinking and CL with a large participant pool (4,501 students) by Loes and Pascarella 

(2017). Its analysis provided a somewhat unexpected result: exposure to CL environment does 

not have a reliable effect on critical thinking. 

 

Discussion 

The identification of trends, patterns, and gaps and the development of new models or 

theories are the purposes of writing an integrated literature review (Torraco, 2016). 

Trends 

First, more scholars have undertaken research on collaborative learning in multi-person 

learning in HE. Of the 32 studies, 16 used collaborative learning, 9 used cooperative learning, 5 

used both, and two used collaborative writing and collaborative groups. This supports the claim 

that CL is usually related to HE practice and research as proposed by Barkley et al. (2014). Second, 

although TLM is still the largest category, other categories have gradually expanded the research 

scope and proportion of CL in HE. Except for TLM in single-categories, AT accounted for the 

highest proportion of research (22%); CB in cross-categories was the same as that of TLM (32%). 
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Third, the reflection on CL in HE has shifted from the original shortcomings of CL (social loafing, 

freeriding, and sucker effects) to: 1) learners' personality traits, such as quiet learners (Medaille 

& Usinger, 2020) and grouping according to students' personalities (Azizan et al., 2018); 2) 

combining collaborative learning with other learning methods or style (Yousafzai et al., 2017), 

and collaborative and individual learning (Yadin & Or-Bach, 2019); and 3) students' learning 

experiences (Loes et al., 2017; Tadesse et al., 2020a). This may indicate research on CL in HE has 

changed gradually from the original learning outcome orientation to diversified humanistic 

values.  

Patterns 

Figure 1 shows the number of articles in each category, and the relationship between 

categories of the articles. The intersection (circles) between categories (quadrilaterals) 

represents the number of studies showing the contents of two categories at the same time; or, 

the elements of two categories are regarded as the research focus in a study simultaneously.  The 

four categories of CL research are the basic points of the research contents, and each basic point 

has both special research and compound research related to other categories.  

 

 

Figure 1. Distribution of reviewed articles according to categories. 
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This pattern visualizing the relationships among various categories and between 

categories, two categories highlight the current research focus of scholars in HE: TLM and CB. 

Eight studies focus on TLM, but only one study focuses on CB, while there are six studies on CB 

through TLM. There is a cross-relationship between CB and TE and CB and AT. Although the 

number is less than that of TLM and CB, increasing attention has been paid to the association 

between TE and AT and their relations with other categories. 

A New Model and Theory 

Figure 2 presents a model illustrating the situation in which these elements are affecting 

CL. A model is “an attempt to describe observed outcomes that is intended to be taken seriously” 

(Grant, 2018, p. 72) which plays “genuine and indispensable cognitive roles in science, providing 

a basis for scientific reasoning” (Salkind, 2010, p. 827). The model is an attempt to describe the 

factors of CL through the observed outcomes of the included articles. In this model, the roles of 

instructors and learners are placed in a central position, surrounded by four categories, and there 

are elements among learners, instructors, and the four categories in different positions. This 

model does not give the direction of the relationships between the various elements, nor 

compare the factors that have a stronger influence in cooperative learning. Most of the elements 

listed appear in this review’s literature as key elements, and several others do not but are 

significant to CL: feedback, assessment and rubrics, and group constellations. Two fundamental 

elements, feedback and assessment & rubrics, are placed between learners and instructors.  
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Figure 2. A model of CL based on the four categories 

 

This purpose of the model is to provide reference for instructors and learners before 

engaging in CL activities. CL must take place in a given context. The most direct contexts related 

to learners may include families, campus culture, and peer groups; factors to instructors may 

include social norms, teaching evaluation, education systems, etc. 

Learners are direct participants in CL, and they should have elemental CL literacy in any 

CL activity. This model can be used as a visual tool to provide more choices for cultivating this 

literacy. Instructors can use this model as a reference when designing CL activities, so as to 

determine if the elements are core or secondary to current teaching activities. 
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Theoretically, knowledge co-construction and positive interdependence focus more on 

the core processes of CL. However, this core process is complex. Recent literature exhibits an 

even more complex CL picture. Scholars (Männistö et al., 2019; Tadesse et al., 2020b) have begun 

to describe CL as being complex. Discrepancies and contradictions are not uncommon in the 

recent literature. Han and Son (2020) found changes in personality characteristics in the process 

of CL contradicted the results of Kichuk and Wiesner (1997) that personality traits are relatively 

permanent features. Canelas et al. (2017) found no difference when the final exam performance 

was compared between the CL class and the lecture-based class. Loes and Pascarella (2017) 

suggested that exposure to CL had no reliable effect on critical thinking. 

Each member's cognition, understanding, and response to collaborative relationships and 

the frequency and quality of interaction with other members is different. The accumulation and 

interaction of such differences may make the CL process more complicated, which brings more 

challenges to educators. This is consistent with the viewpoint of complex adaptive system (CAS) 

theory, a theory blending insights from the natural and social sciences that we cannot take for 

granted.  We can know the whole system only by perfectly understanding the behavior of each 

component of the system (Miller & Page, 2009).  

Several specific boundaries were set by Deutsch (1949) to formulate his social 

interdependence theory. All assumptions, such as a single goal existing in the situation, all 

participants having equal power, and groups being a historic, are quite different from real 

curriculum designs, teaching environments, and student interactions. We can judge those 

previous academic understandings of CL are still conservative by referring to the expanding scope 

and development trends of CL's current research. 

Gaps 

Information is lacking about empirical research on CL assessment, feedback, and group 

constellation. Meijer et al. (2020) provided a comprehensive analysis of assessment literacy in 

CL. However, the empirical research based on or related to this framework was not found in the 

latest literature. It is worth exploring the influence of feedback on students' CL results and 

experiences. Dialogic approaches to feedback have been emphasized as important in 

reconceptualizing the concept of feedback in HE (Steen-Utheim & Wittek, 2017) and is possibly a 
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research focus. Group constellation seems to make a difference in CL (Kalaian & Kasim, 2017), 

but more research is needed. 

Limitations 

The articles covered, from 2017-2020, were not exhausted as only two databases were 

used, perhaps resulting in the classification results not covering all types of categories. While 

adopting the principled selection, only the first identified article when an author has multiple 

articles have been selected; two recent active authors had two articles in this literature review, 

which might have contributed to a biased outcome. 

 

Conclusion 

By combing and summarizing the literature, we classified, compared, and analyzed the 

latest developments on collaborative learning in higher education. Based on the results of a 

comparative analysis, we discussed the trends, patterns, and models of collaborative learning 

and puts forward the necessity and possibility of a new theoretical framework of collaborative 

learning based on CAS (complex adaptive system) theory. Although scholars have done extensive 

research on collaborative learning in many contexts, there is still a lot of work to be done. In a 

social environment rich in knowledge and information, what is needed to continue to release the 

potential of collaborative learning in higher education is a deeper understanding of collaborative 

learning and its evolving educational environment. This kind of understanding needs the strong 

support of theories and related empirical research that can describe the higher education 

environment more accurately.  
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Abstract 
 

The aim of the current study is to investigate the effect of job demands on 
psychological health among Malaysian workers. We hypothesized that job demands 
(i.e. emotional demands and physical demands) predict future work-related burnout 
and depression, in turn, affecting sleep problems. A longitudinal two-wave survey 
was conducted among Malaysian workers and valid data from 345 participants were 
analysed using Structural Equation Modelling (SEM). The results revealed that 
depression predicts sleep problems through time, but not for work-related burnout. 
Overall, the current study highlights the importance of specific job demands (i.e. 
emotional demands and physical demands) that specifically affect health-related 
behaviour among workers.  

 
Keywords: emotional demands, physical demands, burnout, depression, sleep problems 
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Abstract 
 

The adoption of online learning environment has become one of the major concerns 
in education industry due to the advancement of technology. Even though 
institutions and organizations had invested huge amount to ensure the online 
learning platform can be beneficial towards lecturers and other users, however, the 
progress in solving the issue remained sluggish. Nevertheless, the existing models 
and theory pertaining to intention and behavior towards adopting online learning is 
not sufficiently taken into account in the current studies. In this essence, work ethics 
are important as a guideline to proper everyday professional life which assists 
employees to grow professional codes of ethics that define professional standards 
for conduct. Hence, workers possessing a great work ethic have instilled principles 
that steer the way they behave at workplace. Considering this, this paper aims to 
form a model integration of work ethics acts as an antecedent of performance 
expectancy, effort expectancy, social influence, and facilitating conditions in the 
UTAUT model which can lead towards the intention of adopting online learning 
environment. The proposed concept would develop theoretical framework based on 
integration model. Hence, this study will produce a new theoretical framework 
model that integrate work ethics with UTAUT for enhancing online learning 
approach among lecturers using technology and will contribute towards preparing 
future learning environment that equip with technology advancement and crafting 
training and development of online learning environment in line Industrial 
Revolution 4.0 in Malaysia. 

 
Keywords: Work ethics, performance expectancy, effort expectancy, social influence and 

facilitating condition 
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ARE OUR MALAYSIAN MANAGERS HAPPY AT WORK? 
Yong Yit Hiong and Roziah Mohd Rasdi 
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Abstract 
 

Malaysia's prevalence of mental health issues has quadrupled with a half-million 
adults having depression. Putrajaya recorded the highest rate. Psychology of 
Working Theory was employed to examine predictors of work wellbeing on 119 
public sector managers in Putrajaya and Kuala Lumpur. Two-stage cluster random 
sampling was conducted, and findings indicated self-determination needs and 
survival needs were significant forecasters. Practical interventions include 
boosting managers work need satisfaction. 
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ORGANIZATIONAL LEARNING FROM FAILURE EXPERIENCE IN SMES: DIFFERENT PERSPECTIVES 
OF ORGANIZATIONS VERSUS INDIVIDUALS  
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Abstract  
 

The purpose of this study is to investigate the relationship between the direct and 
indirect success and failure experience and the learning activities. The results show 
that the success experience have a positive effect on the most of learning activities, 
regardless of its context, but the failure experience perceived has an inconsistent 
impact on both organizational learning and individual learning in organizations. By 
examining this relationship into individual and organizational perspective, we 
conclude and implicate the failure experiences should be strategically managed and 
utilized in the Small and Medium-sized Enterprises (SMEs).  

 
Keywords: Organizational Learning, Individual Learning in Organization, Success, Failure, 

Multivariate Multiple Regression Analysis 
 
 

Introduction 

 In the case of Small and Medium-sized Enterprises (SMEs), failure experiences could have 

a strikingly significant impact on corporate survival (Kim and Miner, 2007). It implicates that SMEs 

is highly vulnerable for failure experiences they might confront. Many of studies have been 

conducted on the relationship between the success and failure experiences and organizational 

learning. Previous empirical studies have mainly focused on learning from success experiences 

(Darr, Argote and Epple, 1995; Ingram and Baum, 1997). However, recent studies have focused 

on the subsequent learning from prior failure experiences within the organizations. In several 

studies, organizations have shown higher performance after experiencing failures, which 

implicates they might learn from failures (Baum and Dahlin, 2007; Haunschild and Rhee, 2004; 

Kim and Miner, 2007; Madsen, 2009; Madsen and Desai, 2010). As well, individual failure 

experiences in the context of organizations are also a valuable resource for their learning because 

it leads to an individual’s intelligent behaviour (Cyert and March, 1992; Argote, 1999) and 

learning and changes related to the organization where they included (Wilson, Goodman and 

Cronin, 2007).  
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Despite significance of the failure experiences, there are few studies on failure 

experiences and related learning activities, especially in the context of SMEs. Therefore, this 

study investigates the relationship between success and failure experiences and learning 

activities perceived by SMEs and their members.  

Also, this relationship between success and failure experiences and learning activities in 

the SMEs could be perceived differently according to the organizational and individual 

perspectives, and the fear of failure might be greater from the individual perspective than from 

the organizational perspective, which is less likely to lead to learning activities. For this reason, 

this study examines the relationship between the failure experiences and learning activities 

separately by dividing it into ‘organizational perspective’ and ‘individual perspective’. 

 

Research design & Methodology 

The research model of this study is as follows. Independent variables include these two: 

learning from the individual perspective as well as the organizational perspective. Leaning from 

the organizational perspective is composed of organizational learning, which includes individual 

learning stock (ILS), group learning stock (GLS), organizational learning stock (OLS), feed-forward 

learning (FFL) and feedback learning (FBL). Learning from the individual perspective consists of 

self-study learning (SSL), learning with others (LWO), and learning for organizations (LFO) in this 

study. Also, the success and failure experiences as dependent variables are divided into direct 

success experience (DS), direct partial failure experience (DPF), direct complete failure 

experience (DCF), indirect success experience (IS), indirect partial failure experience (IPF), and 

indirect complete failure experience (ICF). 

Organizational learning activities were measured by using Crossan, Land and White’s. 

(1999) and Oh (2019)’s instruments which consist of individual, group and organizational learning 

stocks and feedback and feed-forward learning flows. Organizational success and failure 

experiences were measured by the extent to which SMEs have experienced over the past three 

years. Especially, failures were measured as complete failures and partial failures perceived by 

the respondent of each SMEs (Madsen and Desai, 2010). For individual analysis, learning activities 

in the organization were measured by self-study, learning with others (Choi and Jacobs, 2011), 
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and learning for organization’s goal (Kyndt et al., 2013; Oh and Jang, 2021) perceived by SME 

employees. Again, their experience of success and failure were measured by the extent to which 

they have experienced at workplace over the past three years. 

Data from the organizational perspective were collected from one representative in 

charge of 271 SMEs in the field of electronic communication. In addition, 317 SMEs employees in 

the same field were selected for individual analysis.   

For data analysis, multivariate multiple regression analysis was conducted using SPSS 

25.0. Multiple regression analysis was not utilized because this study investigates the correlation 

among both independent variables and dependent variables respectively, which could be 

examined by multivariate multiple regression methodology. 

 

Findings and Discussion 

The results show that the most of the direct and indirect success experiences had a 

positive effect on organizational learning as well as SME employees’ learning activities in 

organizations. However, it is also found that self-study learning (SSL) of SMEs employees may 

arise only from success direct experience within the organization where they faced.   

Moreover, the study found that the complete direct and indirect failure experience 

positively promoted organizational learning activities, especially at group-level. It may mean 

that organizations have a tendency to solve their problems by promoting group learning or 

through individual learning (p =.093), when they have experienced serious failure. It may imply 

that SMEs mostly utilize group learning, but sometimes depend on individual learning of few 

owner-mangers. On the other hand, it was also found that the learning transfer activity such as 

FBL and FFL across levels in the organization was not facilitated by their failure experience, but 

these two (FBL, FFL) facilitated only when facing both direct and indirect success experiences. 

From individual perspective, however, complete failure experience was recognized as a 

factor hindering learning activities. Although indirect failure experiences had a positive effect 

on learning with others (LWO), most direct and indirect failure experiences did not affect their 

learning activities or had negatively influence them. The finding in detail can be seen in the 

table 1.  
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Table 1: Summary of multivariate multiple regression between types of prior success and 

failure experiences and organizational learning activities 
 

 Organizational learning activities (n=271) Learning in organization 
(n=317) 

IL GLS OLS FBL FFL SSL LWO LFO 
DS .268*** .295*** .407*** .339*** .423*** .312*** .242*** .273*** 

DPF -.154** -.109 -.070 -.023 -.079 .075 -.057 -.074 
DCF .093+ .101* .017 -.001 .032 -.061 -.116* -.097+ 
IS .185* .299*** .393*** .216* .416*** .108 .201** .175** 

IPF -.083 -.131 -.151 .006 -.014 .075 .131* .042 
ICF .054 .156** .025 -.104 .093 .013 -.022 .018 

Note: SD = ***p < .001, ** p < .01, * p < .05, + p < .10 
IL: individual learning stock, GL: group learning, OL: organizational-level learning, FBL: feedback learning, FFL: feed-
forward learning, SSL: self-study learning, LWO: learning with others, LFO: learning for organizational goals, DS: 
direct success experience, DPF: direct partial failure experience, DCF: direct complete failure experience, IS: 
indirect success experience, IPF: indirect partial failure experience, ICF: indirect complete failure experience 

 
 

Conclusion and Implications 

From an individual perspective, only indirect partial failure experience (IPF) positively 

affects learning with others (LWO), which indicates that the relationship between direct failure 

experience and individual learning has a limitation. 

From an organizational perspective, the direct complete failure experience (DCF) had a 

positive effect on group leaning stock (GLS), and a weak but significant effect on individual 

learning stock (ILS). In addition, the indirect complete failure experience (ICF) affects positively 

group learning stock (GLS).  

The findings lead to the conclusion that the failure experiences should be strategically 

utilized and managed in the context of organization in order to promote learning activities in 

the SMEs rather than avoid them. In addition, the direct failure experience perceived by each 

SME employees has a limitation to promoting learning, so organizational help and support will 

be needed to link the failure experience to learning opportunities.  
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Abstract 
 

Employees’ work engagement is one of the important outcomes to identify whether 
the employees are enjoying their work. Currently, New Ways of Working (NWOW) 
are increasingly being adopted in the workplace to suit the needs of a diverse 
workforce, with the aim of increasing work engagement. NWOW research is currently 
scarce, particularly in terms of the effects on people's work engagement and 
organisational performance. This paper contributes to an initial framework to 
examine the relationships of NWOW and work engagement, with proactive 
personality and job crafting as mediators. Identifying this relationship has the 
potential to contribute to work engagement and NWOW literature, and to human 
resource development practice.  

 
Keywords: Work engagement, New ways of working, Proactive personality, Job crafting  
 

Introduction 

New Ways of Working (NWOW) is a concept in which employees do not just work 

according to a fixed time period at a specific location. It is defined as a method of work design in 

which employees can choose when and where they work supported by technology (ten 

Brummelhuis et al., 2012). One of the factors that influences the adoption of NWOW is global 

development, for example, maintaining market competitiveness, reducing operating costs, and 

boosting productivity (Blok et al., 2012 as cited in Duque et al., 2020). Another factor, millennials 

who are entering the employment at a time of rapid technology change and transition, believing 

that having access to information and communication technology (ICT) will help them be more 

productive (Attaran et al., 2019). Digital media also addresses people’s needs for relational 

requirement and strengthens intergenerational relationships (Venter, 2017). Furthermore, 

during the COVID-19 pandemic, most organisations adopt a work-from-home practice for 

employees. Owing to that, many organisations now implement NWOW particularly remote 

working to ease the working processes (Gartner, 2020). Since NWOW provides more flexibility 
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which encourages work-life balance, it is used to attract and retain talent from around the globe. 

Managers cannot overlook the need of implementing work-life balance policies in order to 

maintain the company's competitive edge in the talent market (Rodríguez-Sánchez et al., 2020). 

The work environment and the practices of work-life balance, as well as a culture that balances 

professional and personal lives are also very important to young talent (Tlaiss et al., 2017).  

Work engagement is one of the work outcomes that is important to identify whether the 

employees are enjoying their work. Work engagement is defined as a pleasant condition of 

employees distinguished by vigour, dedication and adsorption in their work positions (Schaufeli 

et al., 2006). Scholars have shown that NWOW influences higher engagement among  employees 

as they now hold more autonomy and the work-life balance is improved (Setiyani et al., 2019) . 

Despite the fact that work engagement is increasingly being studied in Malaysia, Qualtrics' (2020) 

study show that the work engagement score in Malaysia is 54%. This is lower compared to other 

countries like India (79%) and Thailand (72%). There are many factors that influence work 

engagement. The importance of NWOW is still overlooked in the Asian context as most studies 

are focused in Europe (Kotera & Vione, 2020). Moreover, previous studies mostly looked at direct 

impact of NWOW towards work engagement (Duque et al., 2020) or specific indirect impacts of 

NWOW towards work engagement by using social interaction and transformational leadership 

as mediators (Gerards et al., 2018).  

Furthermore, the COVID-19 pandemic outbreak creates uncertainty condition. However, 

people who are proactive are inspired by the desire to reduce ambiguity (Ohly et al., 2017). The 

crisis will be viewed by proactive employees not only as a challenge, but also as an opportunity 

to implement positive reform and find new and improved ways of working. Moreover, job 

crafting is an effective job redesign intervention technique that individuals can utilise to improve 

their well-being and job performance (Gordon et al., 2018). Thus, proactive personality and job 

crafting are the fundamental aspects to include as mediators in the relationship between NWOW 

and work engagement. 
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Therefore, this paper intends to identify the relationship of New Ways of Working (NWOW), 

proactive personality and job crafting with work engagement. The questions guiding this study 

are: 

1. What is the relationship between NWOW and work engagement? 

2. Does proactive personality mediate the relationship between NWOW and work 

engagement? 

3. Does job crafting mediate the relationship between NWOW and work engagement? 

 

The proposed study has potential to contribute to the understanding of work engagement 

in Malaysia. The study attempts to examine impact of NWOW on work engagement. It will also 

look into the mediating effects of proactive personality and job crafting between NWOW and 

work engagement. Furthermore, the study framework contributes to NWOW literature as the 

study of NWOW is still lacking especially on the impacts on the well-being and performance 

(Renard et al., 2021). The findings may provide guidance to HRD practitioners in understanding 

the value of NWOW adoption for improving work engagement. They can imply policies and 

practices for NWOW to support work engagement and ensure that NWOW is implemented 

effectively in the organisation. This study is also relevant to the recruitment process, particularly 

in terms of personality traits that are compatible with the organisation. They could encourage 

job crafting to be done by employees themselves for improving own job resources, according to 

Alessandri et al. (2018), because job resources are linked to work engagement. The paper 

proceeds with a brief literature review, discussion of methods and research framework.   

 

Literature Review 

Work Engagement 

Work engagement refers to an individual who experiences an energetic, confident, 

affective-motivational state related to high devotion and good concentration on job (Schaufeli & 

Bakker, 2010). Hakanen et al. (2019) conducted a study in 30 European countries on different 

characteristics that affecting work engagement, such as demographics, work, and organisational 

factors, and their relative relevance where as a result, they pointed out that it is important to 
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focus on work engagement. Current work engagement trends, according to Bakker and Albrecht 

(2018) are that it is a scenario that changes with time and situation where employees also can 

affect their own engagement, not just through top-down management. They also proposed that 

the future study should look into on how the changing technology affects work engagement. 

Hence, it is decisive to study work engagement and NWOW as the antecedent in Malaysia where 

related research is still limited. 

New Ways of Working (NWOW) 

New Ways of Working is current practice of organisation such as independently working 

time and location, flexibility ways of completing work, accessibility of organizational knowledge, 

flexibility in working arrangement and freely accessible workplace (Gerards et al., 2018). In this 

study,  NWOW refers to practices of human resource management which include flexibility in 

working time, location, ways of completing work, and working arrangement. Duque et al. (2020) 

indicated that NWOW and work engagement is positively related based on a study of employees 

who work in the administrative, academic, managerial, and strategic sectors in two cities in Brazil. 

In another study, NWOW was shown to have a positive impact on employees' work engagement 

among Dutch working population (Gerards et al., 2018). The facets of NWOW keeps on growing 

due to advancing technology and globalisation. Thus, the relationship of NWOW and work 

engagement is crucial to be studied in Malaysia and it is important to make sure whether it brings 

favourable outcomes towards work engagement. 

Proactive Personality 

Proactive personality is characterised by the ability to change one's environment 

according to one's desires. (Bateman & Crant, 1993). There are positive effects of employees’ 

proactive personality towards work outcomes. Through study conducted at hospitals in China, 

work engagement is found to be increased when the employees possess proactive personality 

(Lv et al., 2018). Caniëls et al. (2018) also suggested that employee work engagement is positively 

associated to proactive personality after studying on the employees of a Dutch high-tech 

organisation. Therefore, proactive personality is believed to be able to mediate the relationship 

between NWOW and work engagement.  
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Job Crafting 

Job crafting is a self-initiated behaviour to alter own job according to own preferences 

(Wrzesniewski & Dutton, 2001). Job crafting encourages employees’ participation, satisfaction, 

motivation and productivity which are related to work engagement. Baghdadi et al. (2021) 

indicated that job crafting is a significant determinant of work engagement. Studies by Dubbelt 

et al. (2019) and Nguyen et al. (2019) which were conducted in European and Asian context 

respectively suggested that job crafting is positively related to work engagement. Thus, it is 

hypothesised that job crafting mediates the relationship between NWOW and work engagement. 

 

Theoretical Base 

This study is underpinned by the job demands-resources model (JD-R model) by 

Demerouti et al. (2001). The model divides the job characteristics into job demands and job 

resources. Study by Bakker and Demerouti (2014) has identified various findings as following: 

Increased job resources and the proper amount of job demands are the primary drivers of work 

engagement, which leads to improved performance. Engaged employees are proactive to 

alternate the resources and demands to achieve better outcomes. Employees who are proactive 

in making changes also because they possess proactive characteristics such as a proactive 

personality and job crafting behaviour. Furthermore, NWOW stimulates significant resources 

that motivates the employees which enable them to be more engaged in their work and able to 

cope with job demand pressures (Peters et al., 2014). Peters et al. also combined the 

understanding of JD-R model with the research on the effects of different aspects of NWOW 

which demonstrate a theoretical framework for understanding the impacts of NWOW on work 

engagement can be provided by the JD-R model by pointing out that job demands as challenges 

and job resources as motivators. Improved worker autonomy across all aspects of NWOW will 

both motivate employees and help cope with job demand difficulties. 

 

Conceptual Framework 

Based on the literature reviewed, a framework can be developed to describe the 

relationship between NWOW and work engagement, mediated by proactive personality and job 
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crafting. The framework shown in Figure 1 shows this proposed relationship. The dimensions of 

work engagement will be adapted from Schaufeli et al. (2006), NWOW from Gerards et al. (2018), 

proactive personality from Bateman and Crant (1993) and job crafting from Tims et al., (2012).  

The study proposes the following hypotheses: 

H1: There is a positive influence of NWOW on work engagement 

H2: There is a positive relationship between NWOW and proactive personality 

H3: Proactive personality relates positively to work engagement 

H4: There is a positive relationship between NWOW and job crafting 

H5: Job crafting relates positively to work engagement 

H6: Proactive personality mediates the relationship between NWOW and work engagement 

H7: Job crafting mediates the relationship between NWOW and work engagement 

 

 

Figure 1. Proposed Conceptual Framework 

 

Methodology 

 This research will adopt a quantitative approach, using close-ended questionnaire. The 

respondents of this study will be from the educational institutions, located in Sarawak, Malaysia.   
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Conclusion 

This work-in-progress paper contributes to an initial framework to examine the 

relationships of NWOW and work engagement, and the mediating effects of proactive 

personality and job crafting.  
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Abstract  
 

In March 2020, organizations across the country started to transition employees to 
working at home due to the COVID-19 pandemic. Our study looked into work-life 
conflict experiences that employees had with personal and professional 
commitments while working from home. Two research questions were explored: 
what role transition difficulties occurred while working at home and to what extent 
do gender, living situation, and job role affect working at home. Eighteen participants 
who answered the survey indicated role transition difficulties with having a home 
office, maintaining boundaries, and blurring work and life roles. Twenty-one 
employees indicated that women had more difficulty working at home than men due 
to the time spending on work responsibilities or activities, the two main influences 
that working at home has on individuals is the concern for creating a work 
environment and distractions in the household, and job role affects working at home 
and brings additional stress. 

 
Keywords: Work-Life Conflict, Working from Home, COVID-19 Pandemic, Role Transitions 
 

 

Introduction 

In March 2020, everyday routines came to a sudden halt when the COVID-19 virus hit the 

United States. The COVID-19 pandemic caused uncertainty with learning new regulations such as 

social distancing and wearing face masks. Many countries in the world, including the United 

States, had instituted lockdowns that required non-essential employees to stay home, allowing 

a small percentage of essential service employees to go to work (Feng & Savani, 2020). The 

lockdown began the transition of employees working from home for many businesses. 

 When employees began to work from home, organizations had an opportunity to 

continue business operations and keep employees safe from the virus. While most office 

personnel could work from home, there were many essential workers that had to continue to 

work grocery stores and hospitals. The definition of working from home is work that is conducted 

away from the usual place of business, but mostly at home and that is often supported by 
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telecommunications, Internet access or computer (Kossek et al., 2005). Although there were 

remote working opportunities before the pandemic, the adjustment for those who never worked 

from home brought the conflict of work and life into perspective, causing the two worlds to 

blend.  

 As the lockdown restrictions continued, work-life conflict became an issue that was 

occurring in many households. Work-life conflict refers to an extension of work-family conflict 

that reflects the reality that the work role may interfere with individuals’ other personal life roles 

and interests (Greenhaus & Beutell, 1985). The conflict can result from personal commitments 

or the roles an individual plays, such as a mother taking the place as their children’s teacher when 

schools were closed. Employees lose the boundaries that home and work significantly represent 

in those spaces due to the need to perform job-related tasks in various locations (Montgomery 

et al., 2005). Home and work blurred, becoming places where home was no longer a space to 

escape from work but a constant thought of what is next on the list to complete for the office.  

 As the COVID-19 cases were rising in the U.S. and the pandemic was happening across the 

world, Americans were continuing to find ways to adjust to working from home. Employees 

working from home experienced work-life conflict attributed to how people feel about their work 

and family roles.  

 The transition to working at home could be drastic or smooth depending on gender, living 

situation, or job role in an organization. The pandemic created a need to learn more about how 

this transition affected employees within an organization and how attributes could enhance the 

issues with work-life conflict.  

  The main research questions for this study were: 

1. What role transition difficulties have occurred while working at home during the COVID-

19 pandemic? 

2. To what extent do gender, living situation, and job role affect working at home? 
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Literature Review 

The literature on work demands and factors in the work environment such as gender, 

living situation, and job role were reviewed. The study is based on two theoretical frameworks, 

Boundary Theory and the Work-Family Conflict Model.  

 

Work Demands 

 Demands that occur in the workplace can have an impact on the household environment 

creating work-family conflict. The term ‘demands’ is defined as the structural or psychological 

claims associated with role requirements, expectations, and norms to which individuals must 

respond or adapt by applying physical or mental effort (Voydanoff, 2005). The stress that an 

employee has at work can have a significant effect on household roles and be predictors of 

performance, satisfaction, and turnover. (Voydanoff, 2005).  

 According to Voydanoff (2005) there are two main types of work demands: within-domain 

and boundary-spanning demands. Within-domain work demands are time-based demands based 

on time being a fixed resource, and strain-based demands create the psychological spillover from 

the work domain to the family domain. Time-based demands are focused on the time spent on 

paid work activities, while strain-based is the increased workload one has for paid work. 

Boundary-spanning demands address the boundaries and connections between work and family 

domains (Desrochers & Sargent, 2003), and working from home an example of a boundary-

spanning demand that can affect the relationship between work and family life.  

 

Factors in the Work Environment 

Gender 

 For many decades, the discussion of inequality and a gap between men and women in 

the roles established in the workplace and home vary from compensation to promotions received 

in the workplace (Feng & Savani, 2020). The traditional view of male as breadwinner and female 

as homemaker has shifted over time (Lease, 2003). Shifting perspectives on household roles and 

full-time work has created dual careers instead of one spouse staying home to care for children. 

Male roles in the workplace can affect female roles in the workplace, causing a trickledown effect 
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on family roles, especially those involving children. Unreasonable standards on mothers can be 

created based on their gender role, and therefore, expectations established within their work 

and home lives that cannot be achieved.  

 Implications that gender roles have in the workplace and household can be perceived 

from males and females; traditional and non-traditional gender roles can significantly impact 

individuals’ careers. For instance, changes in work roles can force changes in how households will 

operate, creating additional conflict at work. Children can also have an impact on careers if both 

parents are working full-time.  

 With many families working from home due to the pandemic, societal norms for men and 

women at home were brought to the surface more often due to all family members being under 

one roof (Feng & Savani, 2020). This could mean that employers are understanding when a child 

is asking for help with an assignment during a Zoom meeting or providing flexibility to create an 

environment that is accepting of work outside of normal hours for both genders. The pandemic 

illustrated that not all women are caring for children, and not only men are focusing on careers.  

 

Living Situation 

 The space where an individual lives has an impact on their work and life roles. When the 

pandemic hit and forced many to start working from home, it created challenges that were not 

apparent for those that worked in an office. For example, those that lived with others in the same 

household faced a larger set of challenges than those who lived alone because they had to 

navigate others’ space while working from home (Kniffin et al., 2020). The inability to be able to 

go to work in the office and instead trying to create that environment at home caused issues. 

Work-family conflict was influenced by the living situation and how many lived the household, 

how many worked, what the dynamic was in the household, and the impact it had on everyone. 

This provided insight on whether the conflict that occurred was time-based or strain-based.  

 

Job Role  

 A job role for an individual is classified by the position that they have within the 

organization such as an administrative assistant, manager or executive leader. These job roles 
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have an important impact on their life outside of work. Even more so with the global pandemic, 

people that continually received a paycheck had pressure to perform at their best so that they 

would not get furloughed or terminated.  

 A role identity is a socially constructed description of who a role occupant is consisting of 

either core or central features and peripheral features (Ashforth et al., 2000). Role identity can 

determine the actions that others see at work. For example, Greenhaus and Beutell (1985) 

suggested that the stereotypical managerial role identity highlights the core features of self-

reliance, emotional stability, aggressiveness, and objectivity. The role within a position provides 

a set of organizational tasks to complete and establishes an identity in that particular role in the 

workplace and in the community.  

 

Theoretical Frameworks 

Boundary Theory 

 When working at home, the transitions of work and life roles make it difficult for an 

individual to fulfill the duties to their standards. Transitions occur when there is change in the 

environment such as leaving home to go to work or leaving the workplace to go home. Many of 

the transitions of work and family happened at home during the pandemic that would cause 

environmental transitions to halt and the two roles to blend, creating a need for boundaries. 

Within each area, individuals construct boundaries around their own roles, and each role 

boundary indicates the scope of a particular role (Fonner & Stache, 2012). Boundaries that people 

strive to create are like fences around their personal and professional lives but working from 

home created a new territory within those boundaries. Boundary theory was established to 

examine the choices individuals make regarding the creation and maintenance of work-home 

boundaries and their transitions between work and home roles (Fonner & Stache, 2012).  

 Boundary theory and the method of working remotely have opened the conversation of 

transitioning roles when the workplace is in the home. Since many individuals had never worked 

at home for a long period of time or brought work tasks home, the process of establishing 

boundaries early should prevent being overwhelmed or stressed. Without creating boundary 

management strategies, employees working at home may complete tasks past traditional 
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working hours, experience family interference at work, and have difficulty separating life and 

work tasks (Fonner & Stache, 2012).   

 

Work-Family Conflict Model  

 Work-family conflict is defined as a form of interrole conflict in which the role pressures 

from the work and family domains are mutually incompatible in some respect (Greenhaus & 

Beutell, 1985; Kahn et al., 1964). This model provides two different perspectives on how work-

family conflict can attribute to individuals’ roles. First, any role characteristic that affects a 

person’s time involvement, strain, or behavior within a role can produce conflict between roles 

and role pressures. Secondly, conflict can intensify if prominent roles are central to the 

individual’s self and strong negative sanctions arise with role demands (Greenhaus & Beutell, 

1985). The Work-Family Conflict Model helps map how work and family domains affect the forms 

they take.  

 We studied time-based and strain-based conflict. It is important to note that an extensive 

amount of time involved in a particular role can produce an outcome of strain symptoms. When 

observing the model, there is a slight relation of time-based and strain-based conflict that occurs 

within work-family conflict. Time-based conflict focuses on how time affects the roles in work 

and family, while strain-based conflict focuses on tensions that can occur in either a work or 

family role.  

 

Methods 

This study used a three-part survey consisting of demographic items, Likert-type scale 

questions, and open-ended questions. The survey software Qualtrics collected data for input into 

a Microsoft Excel file for statistical analysis. Questions representing the construct of Work-Life 

Conflict (Carlson et al., 2000) utilized a 5-point Likert scale, where 1 = strongly disagree and 5 = 

strongly agree. Open-ended questions focused on work and home boundaries when individuals 

were working from home (Fonner & Stache, 2012), gauging the remote worker’s role transition 

process, and specifically on gender, living situation, and job role and the transitions an individual 

had while working from home.  
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Participants were employees of a Midwestern non-profit organization that focuses on 

business counseling for individuals wishing to start a business and current entrepreneur needing 

assistance. Forty-four employees, excluding the lead center positions, were invited to participate 

through an email that explained the study's purpose and included a link to the online 

questionnaire. 

 

Findings and Discussion 

 The study utilized a convergent parallel mixed method design, the simultaneous 

collection of qualitative and quantitative data which brought together the results with an 

evaluation of both sets of data (Creswell & Plano Clark, 2018). Microsoft Excel was used to 

compute descriptive statistics such as mean comparisons.   

 Twenty-one of the forty-four employees participated in the survey for a response rate of 

48%. Table 1 reveals the details for each demographic variable (age, gender, ethnicity, role within 

organization, and marital status).  

 
Table 1 
Demographics (n=21) 

 
 

Gender Male 6 
Female 15 

 
Ethnicity 

 
Black or African American 

 
1 

 Hispanic or Latino 2 
 White or Caucasian 18 
 
Age 

 
25 – 34 

 
  1 

35 – 44   2 

45 – 54   6 

55 - 64   10 
 65 – 74   1 
 
Marital Status 

 
Divorced 

 
  2 

 Married or Domestic Partnership 15 
 Separated   1 
 Single Never Married   3 
 
Role Within Organization 

 
Business Advisor 

 
  9 

 Regional Director   6 
 Support Staff   6 
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Research Questions 
 

Research Question #1: What role transition difficulties have occurred while working from home 

during the COVID-19 pandemic?   

 Analysis was focused on finding common themes and patterns by allowing the data to 

determine what those main aspects were for each of the five open-ended questions. Researchers 

looked for common concepts that emerged and condensed the data into initial categories 

(Fonner & Stache, 2012). After the assessment of the data from the five questions and categories, 

a code was established to see the pattern throughout the answers the participants provided. 

Analyzing the method in two different ways ensured that all answers were thoroughly reviewed. 

Out of the 21 participants from the survey, only 18 participants answered the open-ended 

questions. The common themes that emerged from the data analysis included: having a home 

office, boundaries, and blurred work and life roles. 

 

Theme 1: Having a Home Office 

 Prior to the pandemic, most individuals did not need a space that was specifically 

dedicated in their home for work purposes; however, the pandemic brought about the need to 

create an area in the home for work. Ava, Support Staff member, mentioned how she marked 

the transition between working at home and traditional office space by stating: “I can’t really. 

My workstation is in my living room.” She did not have the ability to create the space that was 

needed to work from home and instead had to improvise. Another aspect of difficulty for having 

a home office space was the desire to establish a space, and two female participants stated that 

to have a clear indicator for role transitioning, Amy, a Business Advisor, stated “She could have a 

more formal office set up,” and Jamie, a Business Advisor, stated “Have a better office setup at 

home.” A multitude of factors influenced the desire for a better office space, such as not having 

the proper equipment, inadequate space, and distractions. It was the concept of a work 

environment that was important to employees, to have work materials and the ability to be 

productive.  

 

Theme 2: Boundaries 
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 The participants stated they had difficulty establishing boundaries, specifically in the 

areas of time management, access to technology, and distractions. To address time 

management, as Mark, a Regional Director, stated to “try to get away from work at a certain time 

and take breaks to relieve stress” and “better schedule time.” Participants indicated there was 

an allotted amount of time given in the day that they onsite would work, but there were times 

that life or more work was needed to be done during afterhours. As Mark also shared: “Yes, I 

need to better manage time to get away from work and not be on 24 hours.” It was stated in the 

survey when small business owners needed help the most, team members are willing to work 

past their allotted time to answer questions and catch up on tasks that needed to be completed.  

 Another challenge was accessing technology. Employees rely on accessing technology to 

complete work tasks and as a form of communication with community members and co-workers. 

Two participants mentioned that not having access to a device such as a laptop made the 

transition from one role to another very difficult to complete tasks that were left to do the 

following workday or respond to emails afterhours.  

 Lastly, work and life roles can cause difficulties and cause distractions in other roles. 

Participants reported difficulty in establishing boundaries between their personal and 

professional lives by “not allowing clients to have access to my private life”. As Mandy, a Business 

Advisor stated, “home is for family, work is for clients”, but the levels of boundaries were 

dependent on the individual to enforce.  

 

Theme 3: Blurred Work and Life Roles 

 The work and life roles of participants became blurred due to working from home during 

the COVID-19 pandemic. The following examples are statements from participants regarding 

their perspectives on the difficulties transitioning from work to life roles or life to work roles:  

 Grace, a Business Advisor, stated: “Yes, it follows me home.” 

 Sophia, a Regional Director, stated: “Yes, they kind of blend together.” 

 Audrey, a Business Advisor, stated: “Sometimes. It seems very much like I am on call all 

the time when working from home. Therefore, I have trouble disconnecting to do life roles.”  
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 Rylee, a Regional Director, stated: “Yes, because I am so committed to my work and many 

times roles between work and my personal/community life are blurred. It is hard to know when 

I am representing the organization or a non-profit, I am involved in between being a mom. I run 

into clients all the time while on personal time and obviously their business comes up. Or I meet 

someone at a kid’s activity, and they own a business and I end up scheduling them an 

appointment!”  

 

Research Question #2: To what extent do gender, living situation, and job role affect working 

at home?  

Gender. Results in Table 2 and Table 3 demonstrate the mean scores on each statement 

of the Work-Family Conflict Scale as well as each subset of the entire scale, supporting the notion 

that work affects the family life of participants more than family life impacts their work roles. The 

results also provide evidence that women had more difficulty working at home than men due to 

the time spending on work responsibilities or activities. While statements measuring family’s 

interference with work demonstrated that the majority of female participants disagreed that 

time spent on family responsibilities impact their work roles, their mean score was still higher 

than the male participants.  
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Table 2. Individual Items on Work-Family Conflict Scale 
 

 Female 
Mean 

Male 
Mean 

Time-Based Work Interference with Family   

My work keeps me from my family activities more than I would 
like. 

 
2.93 

 
2.83 

The time I must devote to my job keeps me from participating 
equally in household responsibilities and activities. 

 
2.93 

 
2.66 

I have to miss family activities due to the amount of time I must 
spend on work responsibilities. 

 
2.93 

 
2.83 

   
Time-Based Family Interference with Work 
The time I spend on family responsibilities often interfere with my 
work responsibilities. 

 
 

2.26 

 
 

2.16 

The time I spend with my family often causes me not to spend 
time in activities at work that could be helpful to my career. 

 
2.13 

 
2.00 

I have to miss work activities due to the amount of time I must 
spend on family responsibilities. 

 
2.06 

 
1.33 

   

Strain-Based Work Interference with Family   

When I get home from work, I am often too frazzled to 
participate in family activities or responsibilities. 

 
2.73 

 
2.50 

I am often so emotionally drained when I get home from work 
that it prevents me from contributing to my family. 

 
2.86 

 
2.83 

Due to all the pressures at work sometimes when I come home, 
I am too stressed to do the things I enjoy. 

 
3.20 

 
3.16 

 
Strain-Based Family Interference with Work 

  

Due to the stress at home, I am often preoccupied with family 
matters at work. 

 
2.40 

 
2.00 

Because I am often stressed from family responsibilities, I have 
a hard time concentrating on my work. 

2.33 2.00 

Tension and anxiety from my family life often weakens my 
ability to do my job. 

 
2.20 

 
2.00 
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Table 3. Work-Family Conflict Scale and Subscales 
 

Scale Number 
of Items 

Possible 
Range 

Female 
Mean 

Male    
Mean 

Time-Based Work Interference with 
Family Subset 

3 5-15 2.93 2.77 

Time-Based Family Interference 
with Work Subset 

3 5-15 2.15 1.83 

Strain-Based Work Interference 
with Family Subset 

3 5-15 2.93 2.83 

Strain-Based Family Interference 
with Work Subset 

3 5-15 2.31 2.00 

Work-Family Conflict Scale    12   12-   60 2.58 2.36 

 
Living Situation 

 The strain-based family interference with work subset statements relate to their life at 

this time, measuring the tension family life has on work. The data emphasized that family was 

not what attributed to the effect living situation has on working from home. The two main 

influences that working at home has on individuals is the concern for creating a work 

environment and distractions in the household.  

Job Role  

 Job roles among the participants included six Support Staff, nine Business Advisors, and 

six Regional Directors. The data reveals that job role effects working at home and brings 

additional stress and creates merged roles. Job role responsibilities and daily tasks increased at 

the start of the pandemic since everything had to be converted to working at home friendly. The 

strain-based work interference with family statements refer to the time that work keeps 

individuals from participating in life roles or activities, providing evidence that the majority of 

Support Staff and Business Advisors somewhat or strongly disagreed with those feelings. The 

majority of the Regional Directors on the other hand agreed that the feelings of working 

prevented them from being dedicated to their families.  

 The stress level throughout the different roles increased due to working from home. The 

majority of Support Staff and Business Advisors agreed with statements relating to the feeling of 

being emotionally drained or the pressures of work that can’t enjoy things to do afterhours. The 

majority of the Regional Directors disagreed for items 1 and 2 but agreed on the statement 

discussing about the pressures at work and too stressed to enjoy anything.  
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Discussion 

 Working at home is defined as work that is conducted away from the usual place of 

business, but mostly at home and that is often supported by telecommunications, Internet access 

or computer (Kossek et al., 2005). While this practice is not new to most organizations, the 

pandemic created an immediate lockdown for many employees that had no experience working 

remotely. Our study on work-family conflict and the impact of working from home revealed that 

individuals struggled with three issues: having a home office, boundaries, and blurred work and 

life roles.  

The space where an individual lived had an impact on their work and life roles. For those 

individuals that lived with others in the same household, they faced a larger amount of 

encounters than those that lived alone, confirming the findings of Kniffin et al., (2020) that they 

had to navigate other people’s spaces while working from home. The inability to be able to go to 

the office and trying to create the same environment at home has caused issues with figuring out 

how to approach the concept of working from home with distractions of household tasks, 

especially for the majority of our participants who were married or in a domestic partnership. 

As Fonner and Stache (2012) suggested, individuals construct boundaries around their 

own roles and each role boundary indicates the scope of a particular role; however, boundaries 

have made it difficult for role transitions to be made while working at home. The boundaries 

people strive to create are like fences around their personal and professional lives. For our 

participants, working at home created a new territory to establish within those boundaries, and 

individuals had difficulty with time management, access to technology, and distractions.  

 Lastly, blurred life and work roles contributed to difficulty in transitioning roles, and 

participants felt their personal and professional lives merged due to working at home, supporting 

Fonner and Stache’s (2012) definition of integration in which the perceived benefits and 

drawbacks of separating or blurring the role domains are present. Our findings supported Lease’s 

(2003) findings that the traditional view of the male as the breadwinner and the female as a 

homemaker has shifted over time with women now in leadership roles and men and women 

unmarried and handling family life on their own. However, women still had more difficulty 

working at home than men due to the time spending on work responsibilities or activities, 
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contributing to the gap between men and women in compensation (the gender wage gap) and 

promotion (Feng & Savani, 2020). In fact, the pandemic has led many women, especially mothers, 

to leave the workforce due to the difficulty of working from home meshing with their family lives. 

A McKinsey/LeanIn report which surveyed 423 companies noted that 4 out of 10 working women 

are considering leaving the workforce, which would almost wipe out the gains they have made 

in the last decade (Thomas, et al. (2021). 

 Job role influenced the responsibilities an individual had in their organization along with 

how they represented the organization, reinforcing the definition of role identity as a socially 

constructed description of who a role occupant is consisting of either core or central features and 

peripheral features (Ashforth et al., 2000). Participants reported a variety of perspectives on 

what they did on a daily basis to fulfill the responsibilities they set out to do. The pandemic 

pivoted the way business operations occurred, causing an increased amount of stress and 

expanded work hours.  

 

Conclusion and Implications 

This study helps human resource development (HRD) professionals understand the 

importance of speaking with employees about work-life balance, the need to create training 

programs about working at home, and creating guidelines for individuals that work from home. 

Engaging employees in conversations about work-life balance would ensure that boundaries are 

created and assist with navigating work from home. Training programs would be beneficial to 

further understand the working from home environment. If employers provided the opportunity 

for employees to work from home, eligible employees could go through training programs to 

understand the impact on their personal life and assist in the creation of policies and procedures 

that would enhance the ability to work from home. Employer guidelines should explain the 

requirements for the workplace, but human resource development professionals ensure policies 

and procedures are being followed. 

 Our research findings revealed some of the difficulties individuals had with role 

transitions and the extent that gender, living situation, and job role had during the COVID-19 
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pandemic. Additionally, our study brought into perspective the ongoing concerns employees may 

face in the future while working from home.  
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Abstract  
 

This is a work-in-progress paper to report the findings of a pilot study conducted 
among 82 university teachers. Following the Motivating Language Theory, this study 
sought to determine the reliability and validity of the measures, and (2) to predict 
which motivating language (directive, empathetic, and meaning making) that are 
associated with commitment to change. The findings indicate that all the measures 
fulfilled the criteria of reliability and validity. Moreover, partial least squares path 
modelling found that all three motivating language serve as motivational predictor of 
commitment to change. The research output is valuable for the next phase of 
research that involves larger sample.  

 
Keywords: Motivating language, commitment to change, directive, empathetic, meaning-

making. 
 

Introduction 

In the age of COVID-19, the high level of commitment to change is essential. The 

pandemic has led to an inevitable surge in the use of digital technologies in higher education 

(Teras et al., 2020). Changes in educational practices include making the online teaching and 

learning experience more satisfying and effective. Low level of commitment to change among 

university teachers is likely to impede these kind of changes initiatives resulting in academic 

underachievement. The significance in influence university teachers have on the success and 

outcomes warrants deeper evaluation into teachers’ commitment to embrace new changes in 

their delivery methods and tools. 

Prior research have empirically found that an effective communication is a direct 

motivational factor to promote individual commitment (Buenviaje et al., 2016). Motivating 

language theory (MLT) originally conceptualized by Sullivan (1988) have discovered that leader’s 

communicative pattern (language) likely to elicit their subordinates’ motivation. Mayfield and 

Mayfield (2018) indicated that in the channel of leader-follower communication, the leader oral 
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communication will entice psychological responses that can be translated into better individual 

outcomes such as trust and commitment.  

The purpose of this study was twofold. First, to validate the measures of motivating 

language and commitment to change in an educational context, and (2) to add to the literature 

on MLT by predicting which types of motivating language (directive, empathetic, and meaning 

making) is associated with commitment to change.  

 

Methods 

The three types of leader motivating language, including directive, empathetic, and 

meaning-making language were measured via nine items adapted from Mayfield and Mayfield 

(2007). Meanwhile, commitment to change that comprised of four dimensions (personal goals, 

capacity beliefs, context beliefs, and emotional arousal) was measured using a 16-item scale 

adapted from Yu et al. (2002). All 25 items were responded using five-point Likert scale ranging 

from 1 (strongly disagree) to 5 (strongly agree).With the purposive sampling technique, data was 

collected from 82 university teachers.  
 

Results 

Table 1 illustrates the internal consistency and convergent validity for the first-order and 

second-order reflective constructs. As depicted, all items had the satisfactory loading values, 

which were greater than the threshold value of 0.70. Moreover, all the first-order and second-

order constructs also had the composite reliability of 0.837 to 0.935, and average variance 

extracted that ranged between 0.582 and 0.827, which were above the threshold value of 0.70 

and 0.50, respectively. As per the criteria suggested by Hair et al. (2017), the measures that used 

in this study satisfied the requirement of convergent validity.   
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Table 1. Results of internal consistency and convergent validity 

First-order construct Second-order 
construct 

Items Loadings CR AVE 

Directive language  D1 – D3  0.860 – 0.946 0.935 0.827 

Empathetic language  E1 – E3 0.792 – 0.870 0.887 0.725 

Meaning-making 
language 

 M1 – M3 0.595 – 0.859 0.839 0.642 

Personal goals  PG1 – PG4 0.744 – 0.846 0.873 0.635 

Capacity beliefs  Ca1 – Ca4 0.881 – 0.598  0.843 0.579 

Context beliefs  Co1 – Co4 0.672 – 0.750  0.847 0.582 

Emotional arousal  Em1 – Em4 0.812 – 0.819  0.870 0.627 

 Commitment to 
change 

Personal goals 0.772 0.837 0.563 

  Capacity beliefs 0.688   
  Context beliefs 0.746   
  Emotional arousal 0.790   

Note: CR = Composite reliability; AVE = Average variance extracted 

  

Assessment of discriminant validity is performed through Heterotrait-monotrait (HTMT) 

ratio of correlations. The results are depicted in Table 2 where all the readings of the associations 

between the constructs did not exceed the threshold value of 0.85 as suggested by Henseler et 

al. (2015). Hence, all the constructs of this study passed the requirement of discriminant validity.    

 

Table 2. Results of Heterotrait-monotrait (HTMT) ratio of correlations assessment 

Constructs 1 2 3 4 

1. Commitment to change -    

2. Directive language 0.393 -   

3. Empathetic language 0.682 0.353 -  

4. Meaning-making language 0.215 0.092 0.016 - 

 

 The bootstrapping technique (500 resamples) was employed to estimate the statistical 

significance of the relationships among the constructs. As illustrated in Table 3, all three types of 

motivating language were significant and positively associated with commitment to change. The 

results also revealed the coefficient of determination (R2) value of 0.406. This indicates that the 

three types of motivating language collectively explained 40.6 percent of the variance in 

commitment to change. Moreover, predictive relevance (Q2) values for commitment to change 

(0.192) is greater than 0, which demonstrated sufficient predictive relevance.  
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Table 3. Results of direct relationships assessment 

Relationships β t-value 

1. Directive language → Commitment to change 0.153* 1.962 

2. Empathetic language → Commitment to change 0.539** 6.750 

3. Meaning-making language → Commitment to change 0.163* 1.767 

    Note: *Significant at p<0.05; **Significant at p<0.01; β = Path coefficient. 

 

Conclusion 

The analysis found that all measures fulfilled the criteria of reliability and validity. The 

significant link between directive language, empathetic language, meaning-making language, and 

commitment to change is also substantiated in this pilot study. Consistent with the motivating 

language theory, these three types of leader motivating language are driving forces that promote 

commitment to change among university teachers. In a nutshell, the results of this pilot study is 

valuable for the next phase of research that involves larger sample.   
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Abstract 
 

Organizations have needed to implement strategic changes to succeed and grow 
in the changing business environment. Thus, the role of HR has changed 
accordingly from administrative to more strategic work. Among the strategic 
functions, this study focuses on the HR professional’s role as a change agent and 
explores transposition as a mechanism of the change process. As change agents 
who experience an alternative social setting, I suggest that HR professionals who 
return to their companies after leaving to pursue an academic career or after 
working elsewhere are more ideally positioned to bring new ideas and successfully 
implement new managerial practices compared to embedded actors or outsiders. 
I also argue that this relationship is stronger when HR establishes a trust-based 
relationship with other organizational members and builds social capital.  

 
Keywords: HR change agent; transposition; social capital; embedded agency 
 

Introduction 

The importance of the HR professional’s role as an organizational change agent has been 

emphasized over the past 25 years (e.g., Ulrich, 1996; Caldwell, 2001; Alfes et al., 2010; 

Brockbank et al., 2012; Galang & Osman, 2016). Although there is increasing awareness of the 

need for HR involvement in the change process, the question of how HR can help their 

organizations identify and implement such changes remains under-researched. One central issue 

is the paradox of embedded agency: it is difficult for embedded actors to recognize the need for 

change or bring new ideas if they are already embedded in the current institution (Sewell, 1992; 

Battilana, Leca, & Boxenbaum, 2009). One way to solve this paradox is for outsiders to drive 

change (e.g., King & Soule, 2007; McDonnell & King, 2013). However, Luo et al. (2021) argued 

that although outside actors are often in a better position to identify what changes need to be 

made and create new practices from an objective perspective, they often have less power to 

implement such changes due to their peripheral or outside status. Another solution is 

transposition, which indicates that new ideas and practices can be obtained from a distinct 
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context by insiders (Powell & Sandholtz, 2012). Transposition, however, has been less explored 

to clearly identify the source of new ideas and practices and how they can be implemented by 

insiders (Luo et al., 2021). 

The current study explores transposition as a solution to the paradox of embedded 

agency in the context of the role of HR as a change agent. HR professionals who have taken a 

leave of absence to study or who have worked in another organizational environment and then 

returned to the organization can simultaneously bring new ideas and practices and successfully 

implement such changes. Since they have rich knowledge about their organizations and the 

expected resistance against organizational change, they have unique opportunities to present 

the new ideas and practices they learned or experienced from a different social setting. They also 

have the power to drive and implement new organizational practices. As one such type of change 

agent, I identify HR professionals who were on leave from their organizations to pursue an 

academic degree or who worked in a different setting (e.g., for a subsidiary) and returned to their 

organizations.  

This study also emphasizes the importance of the social capital (Adler & Kwon, 2002; 

Grossman, 2003) that HR professionals need in order to first build consistent relationships with 

other employee groups, then share what organizational members need, and finally develop and 

implement relevant HR practices (Brockett, 2009; Nishii, et al., 2008). Therefore, I argue that the 

social capital of these HR professionals has a positive impact on facilitating organizational change.  

This study contributes to the current literature and practice in several aspects. First, the 

current literature on the role of HR as a change agent lacks clarity, particularly how it relates to 

how HR professionals can effectively drive organizational change. This study explores 

transposition as a remedy for embedded agency, which is a core issue in the change process. This 

study also examines the effect of social capital as a moderator. Second, companies often provide 

a full-time education opportunity for top performers as rewards. This study shows what other 

benefits companies can expect from HR professionals who experience a distinct environment, 

and how these HR professionals can contribute to the organizational change process. 

The remainder of this work-in-progress paper is organized as follows: First, I review the 

literature including relevant theories focusing on the role of HR as an organizational change 
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agent, transposition, and social capital. Then, I present the hypotheses on the relationship 

between the HR department’s level of transposition, its role as a change agent, and its level of 

social capital. In the next section, I describe the data, sample, and method of this study to support 

the arguments of this paper.  

 

Theories and Hypotheses 

Given today’s rapidly changing business environment, there has been increasing interest 

in the strategic management of organizations. Thus, organizational functions including HR have 

sought to integrate their roles into the strategic management process. The role of HR has 

experienced significant transformation that has extended from simply doing administrative work 

to adding value by solving business problems and participating in planning and executing 

business strategies to achieve organizational goals (Caldwell, 2001; Storey, et al., 2019). As 

organizational change is becoming a critical management activity, there has been increased 

interest in HR’s role as a change agent. Being a change agent is now considered one of the most 

important strategic activities for HR (Alfes, et al., 2010; Kim & Ryu, 2011). However, ensuring that 

HR can be a successful change agent is a daunting task. First, HR professionals should understand 

the need for change from both top management and employees. Second, to become a change 

agent, not just an initiator or executor, HR professionals should identify what needs to be 

changed, bring new ideas and practices to the organization, and successfully implement such 

changes. Third, in the process of change, HR often encounters resistance from employees. 

Establishing a strong trust-based relationship with other organizational members minimizes 

employees’ resistance to change. The following subsections argue that transposition and social 

capital are associated with the effectiveness of the HR role as a change agent.  
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Figure 1. A conceptual model 

 

Transposition 

 In this study, transposition refers to an action that brings a new idea or practice from 

outside to change current institutional practices. Prior studies have examined how organizations 

transfer institutional practices from distinct contexts to their own organization (e.g., Almandoz, 

2014; Boxenbaum et al., 2005; Powell & Sandholtz, 2012). For example, Boxenbaum and Battilana 

(2005) revealed how the U.S. practice of diversity management was transferred to Denmark by 

three individuals. In the process of transposition, actors are exposed to a new environment 

where actors can recognize the issues of their organizations from an outside perspective and the 

need to change, gain new ideas, and internalize some of the ideas. When embedded actors 

become aware of and experience the new environment, they develop a new way of thinking to 

solve challenges and initiate change from within (Leblebici et al., 1991; Luo et al., 2021). The 

actors then transfer, modify, and implement the new ideas they gained from a different setting 

in the focal environment. In this step, embedded actors might be better change agents than 

outsiders since, to successfully implement a new idea or practice, actors should understand the 

focal environment, predict expected challenges, and recommend potential solutions. 

To identify a unique group of change agents, I focus on HR professionals who studied or 

worked elsewhere for at least two consecutive years and then returned to their organizations in 

Korean companies. I believe these HR returnees can bring new ideas given their experience in 
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outside environments and they can then implement change given their embeddedness status. 

Thus, I propose the following hypothesis: 

 

Hypothesis 1 (H1): In the HR department, more returnees will have a positive impact on 

HR effectiveness as a change agent. 

  

Social capital  

Scholars have increasingly examined the concept of social capital. It has been shown to 

be a success factor in a variety of social science disciplines (e.g., Adler & Kwon 2002; Maurer & 

Ebers 2006). In this study, social capital is defined as the relationship between individuals in 

organizations that help achieve the organizational goals (Coleman, 1990; Leana & Van Buren; 

1999). Based on the social capital concept, Kim and Ryu (2011) argued that a trust-based 

relationship between the HR department and other organizational members enhances HR 

effectiveness because there are more opportunities for HR professionals to create unified, 

collective interpretations of the management practices HR intends to implement.  

Two main benefits of social capital can effectively help HR professionals successfully bring 

and implement new practices. First, information obtained by building strong relationships with 

others can help HR professionals develop a better understanding of employees’ concerns 

(Brockett, 2009). Stockman (1999) contended that HR professionals with a good relationship and 

working experience with other functional employees understand the organizational members’ 

needs, concerns, and expectations. The richness and usefulness of this information enables HR 

professionals to generate new ideas that can meet other organizational members’ expectations 

when their organizations need to change managerial practices.  

The second benefit of social capital is that it plays a key role when HR implements a new 

practice by creating a united and supportive HR climate. Bowen and Ostroff (2004) argued that 

HR effectiveness increases when other employees collectively interpret the managerial practices 

HR introduced. Social capital can also create a supportive HR climate that reduces employees’ 

resistance to change. Therefore, I propose the following hypothesis: 
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Hypothesis 2 (H2): The positive relationship between the returnees as change agents and 

HR effectiveness is stronger when the HR department establishes a high level of social capital 

within the organization. 

 

Methods 

  The sample for this study is HR returnees who return to their former Korean companies 

after completing their academic degrees or after working elsewhere. This context is appropriate 

to test the proposed model in this study for two reasons. First, research on transposition has 

argued that individuals who experience a distinct social setting can generate new ideas that are 

less likely to have naturally occurred in an embedded environment (Hiatt, Sine, & Tolbert, 2009; 

McDonnell & King, 2013). For example, many Korean companies give select HR employees the 

opportunity to study abroad or they dispatch them to overseas subsidiaries for a few years. When 

the HR professionals are away from their embedded organizational setting, HR professionals are 

exposed to new and different ways of thinking in their new environment because they are freer 

to look outward (Luo et al., 2021). Second, the role of the HR department in Korea has changed 

from an administrative role to a more strategic function that includes initiating organizational 

change (Kim & Bae, 2004). Therefore, HR returnees in Korean companies are well-suited as a 

research sample for this study. 

 A decision tree method, a powerful machine learning methodology which partitions data 

by adding new nodes to the tree to decrease the impurity of nodes and further raise the 

prediction power, will be used for this study. In contrast to logistic regression assuming that the 

data is linearly separable, decision tree is a non-parametric learning algorithm which can be 

applicable to any non-linear data (Russell & Norvig, 2002). However, when it learns complex 

functions, resulting in a deep tree, it is susceptible of over-fitting, that is, it is not generalized well 

for new data. Random Forest (RF) (Breiman, 2001) mitigates this concern by adopting “bagging” 

and “bootstrapping”. RF is an ensemble of decision trees in which each tree learns different 

portion of data and makes its own decision which will be aggregated into one final decision. This 

is called bagging. The training set for each tree is bootstrapped data which randomly selects 

samples as well as features (i.e., variables). Thus, the final decision made by RF eventually less 
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biased on any portion of data by training multiple trees using random subset of features and 

adopting aggregated decision from these estimators. RF also can detect variables’ interaction 

effect and nonlinear effects without modeling them explicitly (Ryo & Rillig, 2017). 

 Given that analysis of social science studies often faces a nonlinear relationship 

(Kohtamäki et al., 2013), failure to statistical assumptions (Osborne & Waters, 2002), and missing 

variable interaction effects (Challis, 2005), RF can be a good solution to handle these statistical 

issues. Although some fields such as finance and healthcare widely have used RF for a better 

performance of prediction, RF has not been much used in other social science studies. As Fife and 

D’Onofrio (2021) pointed out, less frequent use may be caused by misconceptions of machine 

learning techniques: RF models should be used for large number of samples or variables. 

However, studied have demonstrated that these misconceptions are simply not true or related 

issued can be easily resolved (Mohri et al., 2018). For example, if sample sizes are too small, cross-

validation accuracy detects the related issue and report that the model is having difficulty of 

precise prediction. 
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Abstract 
 

The study was conducted to examine three selected antecedents (viz. employee 
resilience, social support, and quality of working life) of work engagement of cancer 
survivors in Malaysia with an underlying mechanism of workplace spirituality. Data 
was collected from 270 cancer survivors at the General Hospital in Kuala Lumpur, 
Malaysia. 
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Abstract 
 

This study was conducted to examine three selected antecedents (viz. employee 
resilience, social support, quality of working life and workplace spirituality) of work 
engagement among cancer survivors in Malaysia. A quantitative research paradigm 
with a cross-sectional design using data collected from 270 respondents who were 
cancer survivors registered at the General Hospital, Kuala Lumpur, Malaysia. The 
results revealed high readings in the measurements of all the variables among 
cancer survivors. Employee resilience, workplace social support, quality of working 
life and workplace spirituality had significant relationships with work engagement 
(p<0.05). This study contributes to the body of knowledge in terms of developing a 
research framework in the context of work engagement in relation to cancer 
survivors in Malaysia. This study suggests that HRD practitioners should implement 
a diversity of pragmatic interventions to help train employees, especially cancer 
survivors, to tackle challenges in a manner that promotes work engagement.  

 
Keywords: Work engagement, employee resilience, workplace support, quality of working life, 

workplace spirituality 
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Abstract 
 

Operating a business in a competitive environment has pushed companies to seek 
out the most effective strategies for improving their performance. Many prior 
literatures have indicated that one of the most important parts that an 
organization's strategic plan should include is finding the best talents on the 
market. Many organizations believe that by strengthening their human resource 
capabilities through talent management, they would be able to attract the 
greatest people on the market.  There are many factors that can support the talent 
management planning and employer branding has been seen as the first step for 
organizations to have a preliminary interaction with potential talents. A strong 
employer brand can act as a link between the organization's reputation, values, 
and strategies and future employees. This paper will explore more on the 
employer branding in attracting talents. 
 

Keywords: Talent Management, Employer Branding  
 

Introduction 

There's no denying that attracting, developing, and retaining talent has become one of 

the most pressing concerns confronting businesses throughout the world. Rapid changes in 

demographics, technology, and globalization have far-reaching consequences for employment 

and workers. Therefore, organizations are battling for their performance as well as facing a 

serious challenge in attracting high potentials and retaining them (Chhabra & Mishra, 2008). This 

calls for them to acknowledge that human resources are one of their important elements to 

increase their competitive advantage especially in running a business in a fast moving world. 

According to prior research, organizations have included talent management in their strategic 

planning as they believe that bringing in the appropriate people may help them expand and 

perform to their full potential while maintaining their goals. (Smith & Watkins, 2020). In the effort 

of organizations to improve their attractiveness to the public especially to the potential talents, 

they have to ensure that their identity and image are attractive and desirable enough to attract 

the potential talents (Monteiro et al., 2020). It can be achieved through developing a strong 
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employer branding to portray the reputation of the organizations in a way that potential talents 

can feel that they are part of the team and excited to work with the organizations.  

 

Literature Review on Talent Management 

The term talent management was first coined by McKinsey & Company in 1997 and is 

described as the number of experiences, abilities, attitudes, and behaviours of people that can 

be converted into organizational performance (Pillai, 2008). It is a strategy that began in the 

1990s and has remained essential as companies have realized that their employees' abilities and 

skills may drive their corporate success (Voorhees, 2010). In the 21st century, talent management 

has become one of the important challenges faced by many hotel organizations in developing 

countries, as demographics and relocation hurt harm human capital (Svejnar, 2002). Talent 

management may be characterized as strategic strategies for attracting and retaining the best 

talent for an organization, as well as being a part of initiatives to help the organization reach its 

full potential while keeping organizational goals in mind.  They will be well-positioned for long-

term growth in workforce performance if they are able to execute well in talent management 

(Sireesha & Ganapavarapu, 2014). This suggest that talent management will involve companies 

performing its best to link the processes of recruiting, selecting, training, developing, nurturing, 

promoting, and mobilizing employees so that they are relevant to the company's core business 

(Ekhsan et al., 2021), which are also known as a strategic approach to talent management 

(Boudreau & Ramstad, 2005; Collings & Mellahi, 2009). 

Collings and  Mellahi (2009) have pointed out that strategic talent management must 

contribute in a sustainable way to the competitive advantage that organizations need to be 

strategically positioned in the market. From the perspective of Davies and Davies (2010), talent 

management should involve a systematic and dynamic process of discovering, developing and 

sustaining talent. They have developed a Davies model based on three elements of talent 

practice, these are: talent identification, talent development and talent culture. Talent 

identification is the process and activities to define and discover the sources of talent. Attracting 

people to the organisation is not the same as attracting the right people, who will be enthusiastic, 

highly capable and loyal to the values, beliefs and mission of the organisation (Davies & Davies, 
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2010). In talent development, learning and skills development is the most important capability 

for talent-focused organisation. An effective organisation will have a well-established process for 

the professional learning of all staff, which is effectively connected with other processes such as 

a performance management (Davies & Davies, 2010). Talent culture enable talent for future 

focused activity which enables the planned replacement of key staff. Loyalty, commitment and 

retention cannot be guaranteed but in the process of developing people to “step up”, 

organisation should consider whether it encourages people not to “stay on board” (Davies & 

Davies, 2010). 

Previous studies have stated that human resource elements have become latest energy 

for organizations to achieve their missions and of course finding appropriate talents for positions 

that require a very specific skillset needed in the organizations will increase the performance and 

it can be done through talent management. As stated in previous literatures, talent management 

is not only a process of finding the essential talents for the organizations but employers must 

also focus and relate to the key elements associated with employee recruitment and selection 

(Muduli & Trivedi, 2020). Therefore, when looking for the best talents, organizations must also 

ensure that key elements are intact to support the talent management processes and the 

capabilities of organizations to focus and align their main objectives with their human resources 

planning (Jobvite, 2016).  

 

Literature review on Employer Branding 

Employer branding was first proposed in the early 1980s as a way for businesses to 

increase employee engagement to ‘the brand they work for' and compete more effectively in the 

competition for talent (Voorhees, 2010). Studies on employer branding has received a lots of 

attention for many years, however, according to the literature, there is still no universal definition 

for it (Bondarouk & Ruël, 2009). It can be referred as  an organizational job designed which 

exposes them as an attractive place for potential employees (Llyod, 2008). Past research 

suggested that corporate branding is a new and exciting area with the potential to change the 

way companies operate. It is said that even there are many studies conducted but there are still 

many things that need to be clarified (Näppä, 2013) as they found as still inconclusive as the 
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workplace keep changing with the current trends and expectations from the stakeholders and 

factors with the current work environment. Personal and authoritative work practices, methods, 

and rules have changed, and these changes have influenced the needs and views of employees 

in the 21st century (Lievens, 2007).  

Employer branding also can be described as the company's reputation and popularity of 

branding techniques derived from possible human resource activities, including recruiting and 

retention. Attracting and retaining good personnel is a growing problem, and as a result, 

businesses are making tactical investments to address the issue by implementing various tactics 

to attract talents. Employer branding is one such method, which has emerged as a crucial tool 

for talent acquisition, development, and retention (Backhaus and Tikoo 2004; Barrow and Mosley 

2005). It primarily aids in the recruitment of qualified candidates and the retention of current 

employees in order to foster organizational loyalty (Priya & UmaRaman.M, 2021).  

Shivaji and Maruti (2013) explained that employer branding should be a targeted 

longstanding strategy engaging managers’ consciousness and employees’ intuitions, possible 

potential employees and related stakeholders within a particular organisation. They further say 

that employer branding is a prevalent concept within HR professionals, marketing and branding 

staff including market researchers in the recent past, while at the same time it aims at enticing 

the right talent and retaining good talent becomes absolutely critical for the success of any 

organisation. Exploiting all relevant online tools has become a priority for organizations. For 

instance, employer branding in promoting positive reputation of the organizations can consider 

corporate social responsibility (CSR) a part of the branding planning. In many studies show that 

CSR brings many potential benefits including opportunities to expose the engagement of 

stakeholder with the organization and particularly among latest generations (Waples & Brachle, 

2020).   

There are many challenges when organizations decided to use the power of employer 

branding. As they believe that employer branding has its influence on employee value 

propositions that can be seen as a key contribution to companies' efforts to attract and retain 

talent in connection to talent management activities. But it has to align with all context in the 

organizations. For instance, there are significant results showing companies do not believe their 
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existing human resource procedures are attracting the proper talent into their company. Aside 

from that, research reveal that companies are also experiencing difficulty finding talent pools 

that are compatible with the KSAOs required (Annual Review 2018 Report on the Achievements 

of TalentCorp Initiatives in Year 2018, n.d.). Despite of the popularity of internet recruiting 

research, there hasn't been much discussion about the career website as a vehicle for 

communicating the employer brand. In fact, there is a scarcity of literature on HR perspectives 

on the use of the internet to communicate the employer brand. (Gunesh & Maheshwari, 2019). 

Therefore, employer branding will need further investigation on its contributions and role in 

attracting talents from the market. 

 

The Relationship between the Employer Branding and Attracting Talents 

From previous literatures, organizations like banks and hotels have been using the 

organization’s official platforms including career websites to ensure that the potential talents can 

get as much information about the reputation of the organizations (Gunesh & Maheshwari, 

2019). Employer branding can be seen as the main tool for organizations to attract better 

candidates from the market as it helps to display themselves as being part of the organizations. 

Using employer brand will help organizations to show their best elements and how they are 

different from their competitors (Gunesh & Maheshwari, 2019). From there, it will attract 

potential talents and initiate their first impression to work with the organizations. Employer 

branding also need to adapt to the latest workforce movement and finding talents in strategic 

platforms must be part of the plan (Priya & UmaRaman.M, 2021).  

 

In an era of rapid technological and organizational change, there is a greater emphasis on 

organizations looking ahead to forecast future skill needs. As part of talent management 

influence, employer branding supplements this by developing a forward-thinking employer 

brand in order to attract employees with the skills and qualities needed to deliver on the long-

term strategy. Due to ongoing skill shortages in the sector, companies must invest significantly in 

promoting their employer brand in order to attract potential employees. (W. Z. O. M. B. S., 2018). 

The concept of employer branding is stated as the latest method that can effectively support the 
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company's efforts to contact and retain employees, and as well as enhances the company's brand 

image and positions of the organization as a reliable and attractive organization (Ekhsan et al., 

2021). Therefore, making a decision on the timing that when the employer branding should be 

launched is also critical. Many research has been done with university students where from the 

findings, employer brand can be absorbed in the system very early and the organizations can get 

many information on the values that the potential talents looking for when they are in the 

process of finding employers (Noutel et al., 2021).  Since branding is a part of marketing function, 

it is very important that potential talents to set the employer brand in their mind even before 

they start thinking of finding their dream employer. In this context, the role of employer branding 

in attracting talents is not limited to certain timing but it can be initiated even at the early stages 

to grab the best talents from the market. 

Employer branding not only about bringing forward the reputation of the organizations 

to the potential talents but also will show the abilities of the organizations to keep them inform 

about the current situation in the organization. Communication aspect through employer 

branding has been seen as the primary element for potential talents as they will start 

‘communicating’ with the organizations of their choice through employer branding (Nelke, 2021). 

This also reflect on generation and gender, as the world is looking forward to receive many 

talents from new generations, employer branding has become significant as this generation is 

more on immediate responses and looking for employers that can give the freedom and fast 

growth in their career (Rzemieniak & Wawer, 2021). Therefore, employer branding is not only 

can attract them, but it will help organizations to keep and retain talents. It is significant for the 

employer to consistently display good branding external and internally (Wee, 2013). 

In different angle, choosing the right platforms for employer branding can be a challenge. 

As we can see from the current trend of the workforce, the landscape has been changing due to 

the pandemic Covid19 (Nelke, 2021). This situation has cause an emergence of labour force 

where more talents who are qualified with comprehensive skills in new technologies and 

digitalisation are the top choice for organizations (Nelke, 2021). Past studies also suggested that 

choosing the right channel is very important since employer branding can be used to attract 

talents from the market and social networking has been seen as the popular platforms for latest 
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generations to retrieve information they need. (Carmack & Heiss, 2018). In this context, employer 

branding is not only about portraying the best images organizations but must through strategic 

platforms in order to reach and attract the right talents.  

Living in a new norm and realities, organizations must use the employer branding to the 

optimal level and must continuously improving the platforms to reach the best talents they are 

looking for. As mentioned above, employer branding is being used to communicate the 

reputation of the organizations through many platforms that need to be chosen strategically. In 

this context, the effectiveness of communication must be evaluated carefully when choosing the 

right platforms to reach the right talents (Nelke, 2021). Talent management has been considered 

as business strategy in the current workforce. Communicating to the potential talents on how 

the organizations can provide them the career growth they are looking for is very critical. 

Employer branding can reflect the strategy into a suitable and most accepted ways that talents 

desire nowadays (H. S, n.d.). The findings of the study revealed that communicating employer 

brand messaging was critical in affecting employer brand discernment (Bowd, 2006; Knox and 

Bickerton, 2008). 

Recently, there has been a significant increase in interest in talent management in the 

national context in order to better understand the complexities of managing talent in today's 

globalized world, where organizations are not only competing with each other, but governments 

and their societies have also joined the talent race (Gallardo-Gallardo et al., 2020). It means that 

finding talented personnel is not an organization issue anymore, but it has become a national 

concern. As the pool of future talent becomes smaller, declining growth rates are a matter for 

concern (The Future of Talent in Malaysia 2035 | CIPD Asia Reports, n.d.). As the competition for 

skilled people heats up, businesses must determine where to focus their resources in order to 

attract the best candidates. The interaction between talents, skills, and competencies; and the 

appraisal of future demand by occupational groups are all highlighted in research findings related 

to talent search and development.  
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Conclusion  

To conclude, talent management is a vital aspect, and employer branding is one of the 

elements that may connect what organizations are looking for, particularly when it comes to 

attracting the top people on the market. Employer branding serves as the primary bridge to 

access talents, and talent management is one of the strategies used by organizations to stay 

competitive in the market. Based on previous literatures as stated in this paper, employer 

branding has become one of the effective methods in talent management to attract talents from 

the market. Organizations have the understanding that employer branding could solve many 

human resource issues pertaining to attracting and managing talent. Organizations must be able 

to identify their greatest features and values to be portrayed to potential talents when competing 

in a fast-paced environment with a shrinking talent pool, which may be done through good 

branding. Employer branding can be the suitable link to connect organizations to the potential 

talents they are looking for, according to studies. New generations have recently started entering 

the workforce with different expectations and demands, and employer branding can be the 

acceptable link to connect organisations to the potential talents they are looking for. 
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EVALUATION ON SELF-REPORT DUTY METHOD AFTER THE END OF  
STUDY LEAVE PERIOD  
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Abstract 
 

The officers need to report a duty to the headquarter after completing study 
leave period to get their placement in the institutions. Conventionally, the 
officer needs to present physically, but due to pandemic its transform via 
online approach. This study is conducted to get an evaluation and perception 
to a method called as a Self - Report Duty. All feedback provided will be used 
for the purpose of improvement in order to upgrade the efficiency and 
effectiveness of the service delivery system.  
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TOWARDS DEVELOPING A THEORETICAL FRAMEWORK FOR MEASURING EMPLOYEES’ 
ACCEPTANCE OF ARTIFICIAL INTELLIGENCE TOOLS 
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Abstract 
 

In recent years, artificial intelligence (AI) has rapidly moved from an ideal concept 
to a technology that can be deployed. Unfortunately, employees’ resistance to 
innovative technologies is a widespread problem. To minimize the adverse 
effects and costs of employees’ resistance, it is valuable to predict and better 
understand which factors drive the acceptance of AI among employees. This 
paper addresses the ability to predict employees’ acceptance of AI. For this 
purpose, the traditional Technology Acceptance Model (TAM), which exists of 
behavioral intention to use (BI), perceived usefulness (PU), and perceived ease 
of use (PEOU), is extended with social influence related factors such as subjective 
norm, voluntariness and image and cognitive instrumental such as job relevance, 
output quality, result demonstrability and PEOU. This paper contributes to the 
existing literature by comprehensively reviewing the concepts, applications and 
development of technology adoption models and theories based on the 
literature review with the focus on improving understanding of employees’ 
acceptance of AI. 

 

Keywords: Artificial intelligence, Technology Acceptance Model, Subjective Norm, Image, 
Experience 

 

Introduction 

Artificial intelligence (AI) refers to the science and engineering domain that focuses on 

developing theories and applications of systems used to exhibit the characteristics associated 

with human intelligence, including natural language-processing, problem-solving and 

planning, learning, and adapting (Tecuci, 2012; Xu & Wang, 2019). The goal of this domain is 

to develop intelligent agents which are knowledge-based systems that perceive their 

environment and determine their actions. By developing intelligent agents, researchers tend 

to make that working with a machine feels as easy as working with a human.  As the 

algorithms are constantly improving, some of today’s AI tools already exceed human 

performance such as image recognition tools are able to detect skin cancer with greater 

accuracy than doctors (Markoff, 2011; Xu & Wang, 2019).  

As a result, AI has rapidly moved from an ideal concept to a technology that can be 

deployed. Many firms in various industries have now started integrating the use of AI 
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(Lichtenthaler, 2019). Virginia Marie Rometty, CEO of IBM from 2012 to 2020, stated that by 

2021 most strategic business decisions will be influenced by the cognitive capabilities of 

technology (Davenport, 2016). According to Rometty, the combination of human intelligence 

and the cognitive capabilities of AI will soon be the key driver of success in organizations’ 

strategic decision-making processes (Reeves, Levin, & Ueda, 2016).  

While integrating intelligent algorithms and advanced data analytic seems logical from a 

strategic perspective, the growing application of AI causes additional challenges due to the 

required transformation within the firm (Lichtenthaler, 2019). The continuous technological 

developments regarding AI will have significant effects on a firm’s decision-making process, 

its interaction with external stakeholders, and the current job profiles of its employees 

(Haenlein & Kaplan, 2019). Previous research has focused on the impact of the introduction 

of AI into the workplace (Li, Bonn, & Ye, 2019; Schneider & Leyer, 2019; Xu & Wang, 2019). 

Generally, research has identified possible factors that could inadvertently affect the 

employee’s psychological and emotional well-being. Many fear that the rapid developments 

will cause a growing number of employees to be replaced by AI robots, especially jobs in the 

service sector (Huang & Rust, 2018). In addition, several researchers suggest that for a 

successful collaboration between AI and employees, trust in the technology is needed 

(Gaines-Ross, 2016; Marler, Fisher, & Ke, 2009). For AI to reach its potential it is therefore 

crucial for an employer to understand the drivers of the individual employee’s acceptance of 

AI. However, only a few studies on technology acceptance exist for industrial applications such 

as studies on the acceptance of intelligent robots in production processes (e.g., Bröhl et al., 

2016, Lotz et al., 2019).  

According to Technology Acceptance Model (TAM), the actual usage of a new technology 

is determined by the individual employee’s behavioral intention (BI) to use the new 

technology and therefore determines the technology acceptance (Davis et al., 1989). In the 

present research, Perceived Usefulness (PU) is defined as the employee perceiving the use of 

AI technology as beneficial. Thus, an increase in the PU of a technology from the employee’s 

point of view is likely to positively affect their BI to use the technology (Davis et al., 1989). 

This perceived usefulness is also affected by the complexity of the use of the new 

technology—that is, the easier a new technology is to use, the more the PU will increase, (i.e., 

PEOU). In addition, an employee is less likely to be resistant of using a new technology when 

they expect it to be free of effort (Davis et al., 1989). Nonetheless, meta-analytic studies 
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provide weak effects of PEOU on BI to use. Moreover, existing research by Gefen, Karahanna, 

and Straub (2003) indicates strong results for the indirect effect of ease of use through PU.  

Given the lack of studies for the acceptance of AI, this study aims to identify the factors that 

drive employees’ acceptance of AI tools using the TAM. 

This study provides insights on the factor related to employees’ acceptance of AI which 

can be used by organizations employing AI strategizing appropriate programs to improve AI 

acceptance.  This paper begins by reviewing the history of TAM, followed by description of 

TAM as the theoretical background of this study. We then review the AI acceptance factors 

which were derived from TAM, and formulate a theoretical framework for explaining 

employees’ acceptance toward AI, followed by conclusion and implications. This review is 

based on extensive literature search of studies published on AI acceptance taken from several 

resources such as Emerald, SAGE and Science Direct. The key words identified used in search 

were “Artificial intelligence”, “Technology Acceptance Model”, “Subjective Norm”, “Image”, 

and “Experience”.  

Technology Acceptance Model 

The underlying theory for this study is TAM, which was formulated based on the 

theory of reasoned action (TRA) and theory of planned behaviour (TPB) (King & He, 2006; 

Marangunić & Granić, 2015). The evolution of TAM was confirmed and recognized by 

numerous studies on technology adoption (King & He, 2006; Weng, Yang, Ho, & Su, 2018). 

TRA was introduced by Martin Fishbein and Icek Ajzen in 1967 and developed from research 

in social psychology (Ajzen & Fishbein, 1969). TRA posits that specific behaviour is determined 

by behavioral intention whilst the behaviour intention is determined by a person’s attitude 

and subjective norms (Van Eeuwen, 2017). However, TRA limits in explaining planned 

behaviour. Thus, Theory of Planned Behaviour (TPB) was developed to predict deliberative 

and planned behaviour (refer to Figure 1). The theory includes perceived behavioral control 

as an extension to TRA which cater more common situation in which individuals do not have 

complete voluntary control over their behaviour, such as when they lack skills or resources to 

perform a particular task (Ajzen, 1991).  
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Figure 1. Theory of Reasoned and Theory of Planned Behaviour 
Source: (Ajzen & Fishbein, 1969) 

 

In 1986, Davis introduced the TAM to explain and predict users’ computer usage 

behaviour. TAM asserts the two salient beliefs in determining technology acceptance, i.e., 

perceived use (PU) and perceived ease of use (PEOU) (refer to Figure 2). PU is the degree to 

which an individual believes that a particular system would enhance job performance within 

an organizational context, and PEOU is the degree to which an individual believes that using 

a particular system would be free of effort (Davis et al. 1989). PEOU has influences on PU.  

TAM postulates that behavioral intention (BI) is determined by actual use, attitude and 

PU. Attitude refers to ‘the degree of a person’s positive or negative feelings about performing 

the target behaviour (Davis et al. 1989). Attitude and BI are two internal psychological 

variables that directly affect user behaviour. Both PU and PEOU have direct relationships with 

attitude. Attitude was theorized to partially mediate the effect of PEOU and PU on BI. 

Furthermore, it indicates that the system usage is affected by both PEOU and PU through 

attitude.  External variables affecting employees’ acceptance of new technology and are 

mediated by the key beliefs of PU and PEOU. 
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Figure 2. The Technology Acceptance Model 
Source: (Davis, 1986) 

 

 

Technology Acceptance Model 2  

Further, TAM evolved as TAM 2 by Venkatesh and Davis (2000) which expanded PU into 

two external variables, namely ‘social influence processes’ and ‘cognitive instrumental 

processes’. These factors were evidence to significantly influence user acceptance (Venkatesh 

& Davis, 2000). The social influence processes include subjective norms, voluntariness images, 

and experience, while the cognitive instrumental process includes job relevance, output 

quality, result demonstrability, and PEOU (Refer to Figure 3). 

Subjective norms is defined as “person’s perception that most people who are important 

to him think he should or should not perform the behavior in question” (Fishbein and Ajzen 

1975: 302 in Venkatesh & Davis, 2000:187). Voluntariness is described as “the extent to which 

potential adopters perceive the adoption decision to be non-mandatory” (Hartwick & Barki 

1994; Moore & Benbasat 1991 in Venkatesh & Davis, 2000:188). Images is explained as “the 

degree to which use of an innovation is perceived to enhance one’s . . . status in one’s social 

system” (Moore & Benbasat, 1991:195 in Venkatesh & Davis, 2000:189).  

 

 

Figure 3. Technology Acceptance Model  2 (TAM 2) 
Source: (Venkatesh & Davis, 2000) 
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Further expansion of PU also involves ‘cognitive instrumental processes’ which comprise 

several factors such as job relevance (“an individual’s perception regarding the degree to 

which the target system is applicable to his or her job” (Venkatesh & Davis, 2000:191)), output 

quality (“how well does a system could perform a task and the degree to which those tasks 

match the job goal” (Venkatesh & Davis, 2000:191), and result demonstrability (“tangibility of 

the results of using the innovation” (Venkatesh & Davis, 2000:192)), and PEOU.  

Research has found that social influence processes (subjective norm, voluntariness, and 

image) and cognitive instrumental processes (job relevance, output quality, result 

demonstrability, and perceived ease of use) significantly influenced user acceptance 

(Venkatesh & Davis, 2000). In summary, the expansion of PU has led to three key factors 

explaining employees’ acceptance of AI tools in organizations which can be categorized as: 

⚫ Social Influence Processes (Subjective Norm, Voluntariness, Images) 

⚫ Cognitive Instrumental Processes (job relevance, output quality, result 

demonstrability) 

⚫ Perceived Ease of Use 

 

Experience and voluntariness are suggested to moderate the impact of the social influence 

factor on usage intention and behavior. The following section elaborates the effect of the 

three key factors on the employees’ acceptance of AI tools. 

Factors influencing employees’ acceptance of AI tools 

In the previous section, we have concluded that the factors of employees’ acceptance of AI 

tools can be categorized into three key factors (i.e., Social Influence Processes, Cognitive 

Instrumental Processes, and Perceived Usefulness). In this section, we discuss the effects of 

each of these factors on employees’ acceptance of AI tools and provide empirical evidence 

relating to the factors. Finally, we offer summary proposition on each of the following of the 

three key factors.   

Social Influence Processes 

TAM 2 describes the effects of three interconnected social forces on an individual with 

the choice of adopting or rejecting new system: subjective norm, voluntariness, and image. 

In order to improve the predicting power of TAM, Venkatesh and Davis (2000) extended the 

model with subjective norm. Based on the TRA model, Venkatesh and Davis (2000) included 

this component as a direct determinant of BI. If employees are very susceptible to the beliefs 
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of colleagues or friends, they are likely to perform a behavior consistent with that of the 

people who are important to them, even though this behavior may not always be favorable 

to them. Several studies have shown that the effect of subjective norm increases in 

mandatory settings (French, Raven, & Cartwright, 1959; Hartwick & Barki, 1994; Kelman, 

1958; Warshaw, 1980). User acceptance research examining the direct effect of subjective 

norm on intention has yielded mixed results. Mathieson (1991) found no significant effect of 

subjective norm on intention, whereas Taylor and Todd (1995) did find a significant effect. In 

their empirical comparison of TAM and TRA, Davis et al. (1989) found that subjective norm 

had no significant effect on intentions over and above perceived usefulness and ease of use, 

and they omitted it from the original TAM, but they did acknowledge the need for additional 

research to “investigate the conditions and mechanisms governing the impact of social 

influences on usage behavior”. 

The next factor is voluntariness. Voluntariness is described as the extent to which 

individuals in an organization are free to choose to use or not use new information technology 

(Venkatesh & Davis, 2000; Hartwick & Barki, 1994). Technology adoption researchers initially 

focused on usage in a voluntary environment because they believed that there would be little 

variance in the use of technology if the use was required in a mandatory environment. 

However, research conducted by Hartwick and Barki (1994) suggests that mandatory usage 

behavior is variable and although the individual is required to use the system, the extent of 

the use will vary among individuals. In a study on user participation and system use based on 

the TRA, Hartwick and Barki (1994) found that subjective norm significantly related to the 

intention of use for mandatory users, but only had a marginal relationship in voluntary users. 

This finding suggests that mandatory use is under the users’ control, however it is more likely 

based on normative considerations. Some users will use the system selectively while others 

may use it all of the time. Moreover, user participation and involvement were strongly linked 

to attitudes, norms, intentions, and use for voluntary users, but unimportant for individuals 

in a mandated environment. 

Another underlying causal mechanism pointed out by Venkatesh and Davis (2000) is 

image, which is described as the degree to which the use of an innovation is perceived to 

strengthen an employee’s status in their social environment. Following Venkatesh and Davis 

(2000), the employee’s elevated status provides an overall basis for higher productivity. 

Hence, employees might perceive using AI technology as a possible improvement of their job 
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performance, which enhances their PU. In the present research, this could be the case if an 

employee believes that using AI technology will enhance their favorable status within their 

reference group. In previous studies, Zhang et al., (2010) have found that home care nursing 

personnel tend to see an increased usefulness of the technology if this involves a better image 

in the organization. It also seems likely that using the wireless mobile system through the 

urging of influential colleagues in their social working group also improves the image of that 

individual in the group, according to the ideas posited by Venkatesh et al (2003). Thus, based 

on these arguments, we predict: 

Proposition 1: Social Influence Processes (subjective norm, voluntariness, image) have a 

positive effect on perceived usefulness and lead to employees’ acceptance of AI tools. 

 

 

 

Cognitive Instrumental Processes 

TAM2 also reflects the effects of four cognitive instrumental processes (job relevance, 

output quality, result demonstrability and perceived ease of use) that people use for assessing 

the match between important work goals and their perceptions of the usefulness of a given 

system. Job relevance is a function of the importance within one’s job of the set of tasks the 

system is capable of supporting. Research in human-computer interaction (Black et al. 1987, 

Norman 1987) has postulated similar goal-hierarchy models, though operating at more micro 

levels of analysis wherein higher-level goals include tasks such as writing a document and 

lower-level actions are at the level of keystrokes and mouse clicks. Kieras and Polson (1985) 

and Polson (1987) argued that users possess distinct knowledge about their job situation, 

which they can use as a basis for determining what tasks can be performed with a given 

system. Empirically, user acceptance has been linked in other research to variables similar to 

job relevance, including job-determined importance (Leonard-Barton & Deschamps 1988), 

involvement (defined by Hartwick and Barki (1994) as personal importance and relevance), 

task-technology fit (Goodhue 1995), and cognitive fit (Vessey 1991). 

Davis et al. (1992) stated that the relationship between perceived output quality and 

perceived usefulness has been shown before. Previous finding that emerged was the 

interactive effect between job relevance and output quality in determining perceived 

usefulness. This implies that judgments about a system ’s usefulness are affected by 
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an individual’s cognitive matching of their job goals with the consequences of system 

use (job relevance), and that output quality takes on greater importance in 

proportion to a system’s job relevance. Although the interaction was not explicitly 

hypothesized, similar interaction effects between task characteristics and technology 

characteristics have been observed in other studies (Davis et al., 1992, Goodhue, 

1995). 

Empirically, Agarwal and Prasad (1997) found a significant correlation between usage 

intentions and result demonstrability. The relationship between result demonstrability and 

perceived usefulness is also consistent with the job characteristics model, which emphasizes 

knowledge of the actual results of work activities as a key psychological state underlying work 

motivation (Hackman and Oldham, 1976, Loher et al., 1985).  

 

Proposition 2: Cognitive Influence Processes (job relevance, output quality, result 

demonstrability) have a positive effect on perceived usefulness and lead to employees’ 

acceptance of AI tools. 

 

Perceived Ease of Use  

PEOU can be defined as the employee’s perception of how easily they can interact and 

work with AI-driven technologies. An employee is less likely to be resistant of using a new 

technology when they expect it to be free of effort (Davis et al., 1989). Nonetheless, meta-

analytic studies provide weak effects of PEOU on BI to use. Moreover, existing research by 

Gefen, Karahanna and Straub (2003a) indicates strong results for the indirect effect of ease 

of use through PU. The researchers argue that the ease of use captures the employees’ 

motivation, which is determined by their assessment of the intrinsic aspects of using the new 

technology, such as its interface clarity and navigational ease. However, with regard to AI, 

limited interaction with the technology is required. Gefen (2000) stated that the effect of 

PEOU depends on the nature of the task the technology is applied to. Hence, a possible 

explanation for the limited importance of PEOU on employees’ acceptance of AI-driven tools 

may be that these tools replace job tasks rather than requiring a higher competence and 

cognitive capacity from employees. Since AI is automated, it relieves employees of highly 

demanding tasks in most cases, which is likely to increase PEOU; but it might cause a 
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simultaneous decrease in employees’ intrinsic motivation to use the tools due to decreasing 

job satisfaction and mode confusion (Hollnagel & Woods, 2005; Parasuraman & Riley, 1997). 

Proposition 3: PEOU have a positive effect on perceived usefulness and lead to 

employees’ acceptance of AI tools. 

 

Prior Experience 

Several research papers have noted a salient effect of employees’ prior experience with 

technology on their adoption behavior (Choi, Kim, & Kim, 2010; Gefen et al., 2003a, 2003b; 

Schwarz, Junglas, Krotov, & Chin, 2004). Karahanna, Straub, and Chervany (1999) state that 

generally the attitude toward new technology adoption among inexperienced employees is 

driven by their indirect experience with a technology, which dictates whether or not they are 

susceptible to change. In contrast, the attitudes of experienced employees are based on their 

prior experience with a technology, and they are therefore far more enduring. As a result, the 

experienced employees’ acceptance of a new technology is likely to be better predicted than 

that of inexperienced employees (Choi et al., 2010). Taylor and Todd (1995) also found 

relative differences in the impact of determinants of technology acceptance between 

experienced and inexperienced users. They noted a salient difference between both groups 

regarding the impact of PU. Perceived usefulness was found to have a greater impact on 

behavioral intentions to use for inexperienced compared to experienced users. Furthermore, 

several researchers have reported that prior experience with a technology enforces the 

relationship between the intention to use and PEOU of a technology (Choi et al., 2010; Gefen 

et al., 2003a, 2003b; Yu, Ha, Choi, & Rho, 2005) 

Proposition 4: Prior experience with AI will weaken the direct effect of the employee’s 

perceived usefulness on their intention to use AI tools. 

 

Conclusion 

This paper aimed to examine the factors driving employees’ acceptance of AI-driven 

tools in terms of behavioral intentions from the lens of Davis et al.’s (1989) TAM. TAM 

established relationships between PU, PEOU, and BI to use. It was extended into three key 

factors: social influence processes, cognitive instrumental processes, and PEOU.  

Implication for Theory and Practice 
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Theoretically, the present paper helps researchers to get a clear understanding of the 

factors drive employees’ acceptance of AI-driven tools in terms of behavioral intentions by 

using extended TAM which embedded the social influence processes and cognitive 

instrumental processes.  It provides valuable insights on the magnitude and directionality of 

the driving factors. Consistent with most prior TAM and TRA research (Alrafifi, 2007; Davis et 

al., 1989; Fishbein & Azjen, 1975), PU had a significant positive effect on employees’ individual 

BI to use. Perceived usefulness was even found to have the biggest impact on BI to use, which 

supports existing research (e.g., Alsabawy et al. (2016); Davis et al. (1989); Pavlou (2003); 

Venkatesh and Davis (2000)).  Another significant finding of this study is that acceptance 

behavior differs for experienced compared to inexperienced employees. This study also 

indicates that employees’ sentiment regarding their prior experience significantly affects the 

magnitude of the driving factors of AI acceptance. Hence, this study could lead to 

development of future enhanced models for businesses to successfully design 

implementation strategies for AI-driven tools. 

In terms of practice, the implementation of AI-driven tools requires large investment 

of time and money. To minimize the potential adverse effects and costs, it is valuable to 

predict whether the new technology will be accepted by employees who are impacted by it. 

This study contributes to the development of a predictive model for the acceptance of AI 

among employees. It is beneficial to identify which factors enable and which inhibit 

employee’s acceptance of AI-driven technology, in order to take corrective actions to increase 

acceptability. The findings of this paper provide relevant insights into the magnitude and 

directionality of these factors. When communicating the implementation of an AI-driven tool, 

a manager should underline the capabilities of AI—the positive effect of PU is likely to 

encourage employees’ acceptance of the new technology. It is apparent that this positive 

effect of PU is strengthened for employees with a neutral or positive prior experience of AI. 

In addition, a better understanding of AI technology enforces the positive effect of PU on 

employees’ acceptance. 

 

Limitation and Future Research 

The findings of the present paper are purely based on the analyses of few previous 

articles that have provide clear study of TAM model toward the acceptance of AI among 

employees. Moreover, there are only few studies that related to employees’ acceptance of AI 
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using TAM. Therefore, it is recommended to do various studies using other theory related to 

acceptance among employees toward AI practices such as Diffusion of Innovation Theory. 
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Abstract 
 

This study attempts to identify the smart HRM practices (HR 4.0) to foster 
organizational innovation ambidexterity in the era of industry 4.0. This study 
applied the Fuzzy TISM technique to identify and establish a contextual 
relationship among practices. Subsequently, MICMAC analysis was applied to 
classify the practices according to their driving and dependence power. This 
study framed a conceptual hierarchical model on smart HRM practices and 
established relationship among them. Further, it determined their driving and 
dependence power. The proposed hierarchical model will provide a 
comprehensive understanding on the role of smart HRM practices. It guides 
the managers smoothly implementing these practices to manage their human 
capital in the current wave of digital disruption, ensuring innovation 
competitiveness of the firm. This study provides a holistic model on smart HRM 
practices integrating innovation ambidexterity in industry 4.0.     

 
Keywords- Smart HR 4.0, innovation ambidexterity, Talent, industry 4.0  
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Abstract 
 

Artificial Intelligence (AI) is a new technology that has been applied in many fields 
across the world. It refers to a broad class of technologies that allow a computer 
to perform tasks that normally require human cognition. AI has come in many 
forms and has entering into the overall system of an organization and one of the 
areas is Human Resource, where AI started to replace some of the human 
functions in recruitment, performance appraisal, and training process to name a 
few. With the integration of AI in HR, it successfully helps the industry to work in 
more effective and efficient way. Therefore, this article addresses the possibilities 
of how AI transforming and supporting HR functions like talent acquisition, 
training and development, compensation management, performance 
management and engagement. In addition to that, this paper also discussed the 
benefit and challenges of AI integration in HR function.  

 
Keywords: Artificial intelligence, human resource, career development, HR digitalization, 

talent acquisition. 
 

Introduction 

In the wake of Industrial Revolution 4.0 (IR4.0), advanced technologies such as 

Artificial Intelligence (AI), Augmented Reality (AR) and Internet of Things (IoT) have gradually 

become a crucial part of every aspect in human life. As one of the premises of the fourth 

industrial revolution, AI has grown by leaps and bounds in the past few years. It started to 

sweep through societies and attracted much public attention that triggered prolonged 

discussions about its impact on future technological, economic and social developments. 

Generally speaking, since the idea of AI technology could resolve many human problems (e.g. 

performing tedious tasks for human and forecasting weather and climate) and efficiently help 

businesses (e.g. automation system and increasing error-free production), it has driven 

billions dollars of investment from governments as well as private organization to make AI as 

a core element in business.  

Although AI was defined in 1955, it only came into limelight recently due to the 

technological revolution across the globe (Tamboli, 2019). Today, AI evolved rapidly according 

to the needs of not only individuals but also businesses in various industries such as 
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manufacturing, healthcare, agriculture and many more. According to Dhanpat, Buthelezi, Joe, 

Maphela and Shongwe (2020), implementation of AI technology in this era of IR4.0 have 

majorly transformed manufacturing environments. However, the areas affected by the 

transformation are not only relevant to manufacturing sector but also to the way of working 

especially for HR practitioners (Kazançoğlu & Ozkan-Özen, 2018).  The limitless potential of AI 

has been a driving force for HR practitioners to integrate AI in their system (Yawalkar, 2019).  

According to Jain (2014), HR functions that highly driven by technology have transformed the 

role of HR from being just a mere support function in organization to more strategy oriented 

function that helps in driving the whole organization (IBM, 2020). The objective of this article 

is to explore the benefits and challenges of AI adoption in facilitate HR roles.  

This article is based on the review from secondary data. The reviews were based on 

detail analysis of published literature studies in the field of artificial intelligence in HR. In this 

regard, various on-line journals such as Ebscohost, Emerald, JSTOR, Proquest and etc. were 

reviewed using university’s available electronic journal databases. The keywords used for this 

research is included “artificial intelligence”, “digital transformation”, “human resource 

management” and “human resource role”. This article begins with a brief introduction to AI; 

examples of the way AI has applied in six main HR functions; benefits and challenges of AI in 

HR and conclusion.  

 

The Emergence of Artificial Intelligence 

The concept of AI or machine intelligence is based on the idea of how computing 

systems can replicate human cognitive processes. Alan Turing, the inventor of computer in 

the 1850 was the first person to ask either “can machines think?”. After a decade, Alan Turing 

proposed an operational test for machine intelligence known as The Turing Test to measures 

the ability and capacity of a machine in exhibiting human intelligence (Howard, 2019). This 

test involved three main elements namely, human interrogator, computer and a human foil. 

Through a display screen and keyboard, human interrogator will act as a questioner who asks 

several questions to the respondents (i.e., computer and human foil). If the interrogator 

repeatedly fails to decide which respondent was human and which was a computer, the 

computer considered to have artificial intelligence. Turing (1950) also added that, in order to 

pass the test, a computer would need four main skills namely natural language processing 

skill, knowledge representation skill, automates reasoning skill and machine learning skill.  
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Despite of many criticisms received and being a point of argument among researchers and 

computer scientists, this test however successfully highlighted the concept AI. 

The first definition of AI was given by John McCarthy in 1956 who defined AI as "the 

science and engineering of making intelligent machines" (Crevier 1993, p. 50). Then, Grewal 

(2014, p. 13) in his critical conceptual analysis of AI has recommended more comprehensive 

definition refers to “the mechanical simulation system of collecting knowledge and 

information and processing intelligence of universe: (collating and interpreting) and 

disseminating it to the eligible in the form of actionable intelligence”. Latest definition of AI 

by European Commission (2020, p.2) is “a collection of technologies that combine data, 

algorithms and computing power”. Based on varieties of AI definition, it can be noted that AI 

definition has been modified from time to time according to the need or usage. According to 

Monett, Lewis and Thosisson (2019), there is no widely accepted definition of AI, hence, 

instead of spending time in a debating on definitions, many researchers rather to define AI 

based on their context of study. For all that, according to Russell and Norvig, (2010), even 

though AI has been defined in many ways there are four main approaches that need to be 

consider in defining AI which are Thinking Humanly (system that think like human), Thinking 

Rationally (system that think rationally), Acting Humanly (system that act humanly) and Acting 

Rationally (system that act rationally).  

Overall, there are three basic forms of AI which are Narrow AI (ANI), General AI (AGI) 

and Super-intelligent AI (ASI) (Bhar et al., 2019). Narrow AI is able to perform single selected 

tasks in a very efficient way. This kind of AI has intelligence to recognize speech and voice 

command. Next is General AI, which is more powerful than Narrow AI.  General AI represents 

general intelligence of humans, so it can imitate human in many aspects such as learning, 

planning, reasoning and judging. Last but not least is the Super-intelligent AI that exceeds 

human intelligence. Chelliah (2017) have mentioned that this kind of AI are usually wiser and 

outperforms human in all aspect like creativity and problem solving.  However, it only can be 

speculated since there is no real life example of this kind of intelligence yet. Having said this, 

AI is not stagnant, it evolves so it impacts significantly on HR specifically and businesses 

generally.  

AI Transforming the Landscape of Human Resources Function 

HR in organizations was once doing only administrative works and its main 

responsibilities were more to clerical task and keeping employee records.  However, the 
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nature of HR functions has evolved considerably in the last 30 years. HR functions have 

changed from mere administration support into developing the capability for organization to 

survive and grow (IBM, 2020). HR departments also have to face challenges that came from 

variety of overwhelming task that is extremely consuming time and energy. In the early 1990s, 

the concept of electronic Human Resource Management (e-HRM) has started to emerge due 

to the application of information technology (IT) that has been widely used by business 

organizations. Then e-HRM evolves in various term or virtual HRM that are mainly using 

digitalization such as virtual HRM, web-based HRM, business-to-employee (B2E), computer-

based HRM systems (CHRIS) and HRIS (Chugh, 2014; Findikli & Rofcanin, 2016). This 

technology known as a set of application that integrate human resources management and 

information technology intended to reduce organizational cost, improving HR services and 

improving the strategic orientation (Lepak & Snell, 1998; Bondarouk & Ruel, 2009; Li, 2018). 

According to Ruel, van der Velde and Bondarouk (2007), the adoption of e-HRM during that 

time viewed as an organizational effort to maximize HR function by encouraging HR personnel 

to spend less time on administration matters.  

Now as we step into IR4.0, more advanced technology called Artificial Intelligence (AI) 

has started to take placed. A bit different from previous technologies that were designed to 

focus on increasing efficiency while reducing costs, AI technology like machine learning, 

natural language processing (NLP), virtual reality, augmented reality, cognitive conversation, 

robotic process automation and Internet of things have designed to have more added values 

while completing one particular task (Guenole & Feinzig, 2018; Bersin, 2018). Performing a 

strategic HR role in order to provide a competitive advantage to organizations is not an easy 

task, as the most important resources to drive any strategy is information and data (IBM, 

2020). Therefore, it is important for HR to keep up with all the information by implementing 

AI in its function to achieve the best HR performance and be at par with current HR trends 

(Tavana & Hajipour, 2019; Kumar, 2019). AI has the ability to process vast amount of data and 

provide main context to HR personnel. Having said that, all the information required by HR 

personnel or employees will be just there when they need it. Besides that, the ability of AI in 

reasoning also helps organization to coordinate distinctive framework that can reinforce all 

functions of Human Resource (Merlin & Jaya, 2018; Vaishanavi, Amritaa & Achwani, 2018). 

Following are the role of artificial intelligence in human resource function, benefits and 

challenges of it that have gathered from previous literatures.   
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AI Technology in Talent Acquisition  

Every organization agreed that skilled and talented workforce will contributes to 

overall performance of organization since employees are the social machinery who drives the 

organizational function. However, due to the technological disruption, the process of talent 

acquisition becomes more and more competitive for organizations (Das & Kodwani, 2018). In 

line with the IR4.0, many top global companies have considered adopting technology in talent 

acquisition strategy. Sourcing talent using AI technology enables HR personnel to reach larger 

talent pool (Geetha & Bhanu, 2018; Johnson, Stone, & Lukaszewski, 2020; Premnath & Chully, 

2019). Especially for highly specialized and rare skill set position, AI would help to reach the 

potential candidates even they are not applying for that position. Traditionally, HR could only 

do sourcing through phone calls, emails, and social networking. Now with AI-based search 

engine, HR can source and screen potential candidates based on semantic annotation of job 

posting in just a minute (Strohmeier & Piazza, 2015; Strusani & Houngbonon, 2019).  

Other than that, in order to get a perfect candidate, the selection phase during 

recruitment process must be done meticulously. However, screening resumes from a large 

applicant pool within a limited time is a challenging job for HR personnel (Geetha & Bhanu, 

2018; Hamilton & Sodeman, 2020; Premnath & Chully, 2019). Preuss (2018) argues that by 

using AI during selection process, recruiter could value applicant suitability based on more 

holistic view without consuming so much time. Resume-screening machine learning powered 

by AI will screen applicants’ resume by analysing their skills, performances and the possibility 

of turnover rates based on available HR data. This intelligent software also compared 

candidates and reject 75% of resumes that are unqualified and finally come out with 

shortlisted potential candidate (Martin, 2017; McFadden, 2019; He, 2019). In terms of 

interview session, digital kind of interview has started to be used in many organizations 

(Sivathanu & Pillai, 2018). AI system such as Hire IQ and Affectiva are among the intelligent 

system that has been used during virtual interview session to assess candidate performances. 

Candidate’s face expression, choice of word, tone of voice and speaking pattern will be 

analysed thoroughly to evaluate their emotional intelligence, honesty and personality trait. 

From the analysis, all of the expressions exhibit by the candidates are converted into numbers 

and score (Ovanessoff & Plastino, 2017). Through this analysis, recruiter evaluates which one 

of the candidates is suitable for the position and organizational culture (Nawaz, 2019; Hmoud 

& Laszlo, 2019).  
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AI Technology in Training and Development 

AI has the ability to identify what kind of training needed by organization based on 

skill shortage analysis. Not only that, through AI-enriched training system, AI based training 

also could offer personalized and customizable training based on employee personal learning 

history and skills level (Vaishnavi, Amritaa & Achwani, 2018; Premnath & Chully, 2019; 

Upadhyay & Khandelwal, 2019). Moreover, AI provides alternative way of training such as 

open learning or self-paced learning. Through this kind of training approach, all the training 

resources can be access anytime and everywhere. Hence, employees can attend training at 

their convenient time and places from any devices (Premnath & Chully, 2019). In the same 

time, AI also enabled coaching or training session through Chatbots (Kreutzer & Sirrenberg, 

2020; Upadhyay & Khandelwal, 2019). This kind of self-learning program offer more 

interactive on-the-go training session because it could boost employees’ interest and 

confidence, since Chatbots provides quick response and winner for every training session. In 

terms of practical training, VR technology helps employees to get better understanding during 

training session because they had the opportunities to feel the real experience through 

simulation program (Maity, 2019; Wang, Wu, Wang, Chi & Wang, 2018). Therefore, training 

can be delivered in more fun and effective. Last but not least, AI-powered learning will help 

HR to measure the effectiveness of each training session by tracking employees’ ability and 

skill progression after training completion. This system will further suggest the next suitable 

training for employees after they have reached certain level of skills or performances (Geetha 

& Banu, 2018; Maity, 2019).  

AI Technology in Compensation and Benefit 

Compensation and benefit have been one of the main factors in attracting talent as 

well as increasing existing employee motivation. Many factors need to be considered in 

compensation planning such as the level of demand for a skill, market rate of payment of a 

skill and the relationship between the performances and salaries or bonuses of an employee 

(IBM, 2020; Bora & Borah, 2020). Therefore, with the integration of AI based on machine 

learning, more detail and comprehensive analytical support of current incentive system can 

be done in order for organization to plan wiser budget. In addition, AI system in compensation 

and benefit function not only helps HR analysing internal data but also external data like 

statistics from labour department (Li, Yi, Chi, Wang, & Chan, 2018). Hence, decisions about 

salary and increment can be more accurate and at par with what the market is paying. Lastly, 
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AI also create more agile compensation and benefit program where employees can be 

remunerating by organization in small fragments rather than doing it once a year (Pandey, 

2020; Nawaz & Gomes, 2019). It provides employees an initiative to always keep their skills 

competitive in order to receive the remuneration.  

AI Technology in Performance Management 

The integration of AI in performance management function offers HR personnel a 

better way on how to operate the process of performance appraisal (Wang, Wang & Huang, 

2017; Vaishnavi, Amritaa & Achwani, 2018; Bersin, 2018). Due to hectic day-to-day tasks, 

majority of managers has limited time to give immediate feedback to their subordinate. 

Therefore, they tend to overlook many aspects of subordinate’s contributions. This situation 

eventually will bring negative effect to employees’ performances and bring out the feelings 

of underappreciated, which finally could lead to employees’ disengagement and turnover 

(Buck & Morrow, 2018). With the help of AI-driven performance systems, this issue can be 

avoided since AI has the ability to consistently monitor employee performances in real time 

and give feedback promptly (Rajesh, Kandaswamy, & Rakesh, 2018; Premnath & Chully, 2019; 

Saivikumar & Thamodaran, 2020). Employee with great performance will be rewarded and 

recognised quickly. On the other hand, those employees who fail to reach their milestone, AI 

systems would immediately notify and suggest corrective actions for them (Sivathanu & Pillai, 

2018). In addition, AI-driven performance systems enforced transparent performance 

appraisal, where all the information regarding on the evaluation can be accessed by not only 

managers but also employees. Hence, employee got clear information on how to achieve 

good grade during appraisal. AI systems also like data analytic and big data allow HR personnel 

and managers to evaluate employees based on scientific basis instead of subjective 

evaluation. Therefore, there is no room for bias performance appraisal (Merlin & Jayam, 

2018).  

AI Technology in Career Development  

In respect of career development, AI could represent HR personnel or Head of 

Department in career coaching by acting as a virtual personal mentor who helps employees 

to continuously grow and enhance their performances (Maity, 2019; Upadhyay & Khandelwal, 

2019). AI enables the process of career tracking easier by collecting all the data regarding 

employee performances and level of skills from superiors, co-workers and employee himself 

(Premnath & Chully, 2019: Sivathanu & Pillai, 2018). Through data and information gathered, 
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AI based virtual mentor will periodically tracking employees’ continuous development and 

come out with comprehensive performance report in order to map employee to their next 

suitable opportunity in career (Merlin & Jayam, 2018; Vaishnavi, Amritaa & Achwani, 2018; 

Rathi, 2018; Rajesh, Kandaswamy & Rakesh, 2018).  

AI Technology in Engagement  

Many companies use AI to engage with their employees. AI conversational platforms 

like chatbots make communication between HR and employees easier (Bora & Borah, 2020). 

Employee feels more engaged because their queries or problem can be answered 

immediately without having to wait. Also, AI-based sentiment analysis helps HR obtaining a 

holistic picture of their employees’ engagement levels by analysing large volumes of opinions 

and feedback from employees to reveal how they feel in workplace, from the matters of work-

life balance to compensation and benefits (Strohmeier & Piazza, 2015). Therefore, employee’s 

engagement level can be pre-determined so that organization could provide early support to 

help employee overcome any unsatisfactory that lead to decrease employee’s engagement 

(Merlin & Jayam, 2018). Another AI technology called Neuro Cap has been widely used in 

China to monitor employees’ brain activity and emotions (Chan, 2018). By using wireless 

sensors placed in employees' caps, AI algorithms will examine employees’ emotion conditions 

either they are happy, stress, sad or under emotion-neutral state. Thus, HR could identify any 

changing in employee emotion and come out with interventions such as offering time break 

or changing tasks temporarily.  

 

Beauty of AI in HR Function 

Based on the implementation of AI in HR function that has been described above, 

many significant benefits can be recognized.   

Increase the time efficiency of HR department by automating tasks 

AI definitely increased the efficiency of human resource department as overall 

(Vaishnavi, Amritaa & Achwani, 2018; Premnath & Chully, 2019; Yawalkar, 2019). According 

to Niehueser and Boak (2020), there is no way for HR personnel to go through countless of 

resume within short time. However, with AI, not only screening incalculable resume can be 

done quickly, other steps in recruitment like sourcing and sending out customized emails to 

potential candidate also can be done in just a minute, so that the time-to-hire can be 

accelerated (Rajesh, et al., 2018; Geetha & Banu, 2018; Vaishnavi, et al., 2018; Van Esch, et 
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al., 2019). Also, by integrating AI in recruitment process, organizations could increase their 

probability in hiring better fit candidates because AI will not miss any potential candidate 

during sourcing and pre-screening phase. In addition, since AI has the power to analyse data, 

it can conduct several tests like personality and personal value before candidates proceed 

with the interview. Hence, recruiter will have more time to focus on higher value work such 

as engaging with candidates (Upadhyay & Khandelwal, 2018). AI based technology in HR 

department also may provide 24/7 automated self-services HR to employee, where chatbots 

or HR virtual assistant can respond to all employees’ common HR queries like their benefit 

coverage or annual leave (Strohmeier & Piazza, 2015; Geetha & Banu, 2018; Bersin, 2018). 

This kind of automation will facilitate and frees up HR personnel’s time to work on more 

critical tasks like decision making and strategizing (Premnath & Chully, 2019). Same goes to 

the automation in benefit and payroll system, AI not only saves HR personnel time but also 

provides fair and accurate calculation (Vaishnavi, et al., 2018).  

Mitigating human biases  

It is crucial for organization to mitigate bias in all aspects of HR function. Especially, in 

Global South countries many processes in HR like recruitment, training and performance 

appraisal done based on nepotism or favouritism (e.g., Zinyemba, 2014; Subat, Rahman, & 

Rahman, 2020). In respect to that, AI-based system will reduce the possibilities of this kind of 

bias (Nawaz, 2019; Rathi, 2018; Upadhyay & Khandelwal, 2018; Bora & Borah, 2020) by 

ignoring some irrelevant information (e.g., gender, marital status, weight, and race) or 

insignificant perception (e.g., university that applicant went to) during screening process. 

Therefore, all qualified candidates have an equal chance to move on to the next step without 

been judged by any irrelevant or insignificant matters. Moreover, by mitigating human biases, 

organizations also have more chances to recruit diverse talent in order to maintain 

organizational competitive advantages (Chamberlain, 2016). In terms of performance 

appraisal, even though human touch is crucial, subjective kind of rating by manager or 

supervisor usually prone to injustice due to the unconscious cognitive biases such as personal 

or spill over bias. AI based on data-driven technology however will overcome this kind of 

issues (Vaishnavi, Amritaa & Achwani, 2018; Merlin & Jayam, 2018). Therefore, organization 

could reward and retain the real high-performing employees (Rajesh et al., 2018; Premnath 

& Chully, 2019: Sivathanu & Pillai, 2018). Last but not least, AI also could reduce bias in 

learning because it selects the real employee who really needs the training based on their 
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personal profile and performances data (Maity, 2019; Bibi, 2019). There is a potential of 

instinctive bias regarding on the training opportunity, where the managers sometimes have 

their favourite choice of employee. This situation needs to be avoided because it eventually 

will give negative impact to training effectiveness and overall performance of organization. 

Reduce HR manpower and training cost 

Application of AI significantly reduced HR costs due to the automation of many tasks 

like talent sourcing, resume screening, and payroll management. Even though automation 

systems demand high up-front price at early stage, it can be considered as worthwhile as it 

lessens the risk of errors in routine tasks (Saharan, 2020; Murphy, 2018). Next, AI decrease 

HR operational costs in terms of workforce needed. This is because many tasks can be done 

by AI at once even though the operation happens at different places. In the matter of training, 

AI reduced training cost by deploying alternative way of training such as open learning or self-

paced learning (Findley & Davis, 2013; Premnath & Chully, 2019; Maity, 2019). This kind of 

learning session could be done anytime and everywhere, from any devices. Hence, there are 

no more issues regarding of time and space constraint, as well as training materials and venue 

cost (e.g., printed notes, workbooks or module). 

Enhance employee learning experiences 

AI enhanced employees’ learning experiences in many aspects. First, AI has the ability 

to pre-determine suitable training courses based on employee necessities (Premnath & 

Chully, 2019; Yawalkar, 2019; Maity, 2019). Therefore, participants can partake the most 

suitable training. Based on metacognitive theory, it is important for participants to know their 

area of weaknesses because learners tend to be more focused in learning when they are 

aware of their weaknesses (Posner, 2017). Next, according to Bakhshi, Downing, Osborne, & 

Schneider, (2017), millennials will become a majority in workforce by 2030, hence traditional 

kind of learning are no longer suitable for them. Millennials prefer to have experiential and 

informal kind of training. Therefore, training based on AI technology will provide the best way 

to meet their needs and expectation in training (Maity, 2019; Vaishnavi, et al., 2018; Chopra 

& Bhilare, 2020; Fulton, 2017; Sivathanu & Pillai, 2018). Furthermore, AI based training 

provide flexible training time to employees. So, employee can partake in job trainings at their 

own pace with certain flexibilities on time, location and etc., so employees feel more engaged 

with their training. This is important because sometimes each employee need different kind 

of training depends on their weaknesses, so by joining AI based training, it not just saves 
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everyone times but also helping in increasing training effectiveness. With organizations 

growing in sizes, knowledge needs to be brought out on a platform which can be accessed 

any employee in the organization (Premnath & Chully, 2019; Sivathanu & Pillai, 2018). 

Therefore, AI opens up opportunities for employee to find and share their knowledge in open 

platform that makes knowledge sharing activities fun and easy (Maity, 2019).  

Increase Employee Engagement and Retention 

According to Yawalkar (2019), AI is powerful engagement boosters where it can help 

organizations to understand employees’ need and what they are expecting from organization. 

As stated above (i.e., in AI in employee engagement), there are many ways of AI-based system 

had been used in providing HR a better picture of employee real condition. Through that, HR 

could come out with better plans for organization to proactively retain the employees (Merlin 

& Jayam, 2018; Miller, 2018). Claus (2019) stated that talent management today is not just 

about who would get the best talent, but how to engage and retain valuable employees by 

offering them compelling experiences at work. By integrating AI in the process of managing 

talent, HR professionals could be more proactive in taking care employees’ needs and issue 

before it become worst (Premnath & Chully, 2019; Sivathanu & Pillai, 2018; Bhardwaj, Singh 

& Kumar, 2020). 

 

The Ugly of AI in HR Functions 

Every story has two sides of coin, so does AI. Although many HR practitioners and 

scholars really appreciate the convenience of AI, there has been a lot of discussion about the 

challenges or issues related to it. 

High implementation cost  

Even though AI may reduce organizational cost in terms of manpower needed, 

integrating it into HR systems require organization to prepare with other related costs such 

as maintenance and installation cost. Moreover, in order for AI system to always up to date, 

organization has to bear with its upgradation cost. Likewise, with the implementation of AI in 

daily work activities, organization has to make sure HR personnel and employee able to 

quickly adapt with all the technological changes. Proper training to increase employee’s level 

of AI literacy is important before the implementation of AI in order to ensure all the necessary 

knowledge and skills for handling AI tools can be acquired adequately (Manyika, 2017; Bibi. 

2019; Premnath & Chully, 2019). So that, whenever employee encounters any basic problems 
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during the usage of the technology, they can troubleshoot the problems immediately by 

themselves. In this situation, organization has to invest some amount of money for training 

and education, with the aim to equip them with certain skills before the implementation 

(Premnath & Chully, 2019). Especially for older generation in organization who majority not 

familiar with technology, organization have to allocate pretty good amount of budget for their 

intensive on-the-job training since they are more likely to lack of capabilities in handling 

technology compare than younger generation. Hence, for these reasons, nowadays only big 

company afford to implement AI technology in their system compared than small or medium 

scale business (Amrita & Achwani, 2018). 

Uncertainty and resistance  

Another major challenge of AI implementation in HR is the uncertainty and resistance 

from employee itself. According to Vaishnavi, Amritaa and Achwani (2018) in their study 

among employee in India, 50% of the employee in the age group of 16-25 were not sure that 

AI can be useful in human resource function. Likewise, for employees in the age group of 26-

35 years old, majority of them (70%) have thinking the same. Lack of knowledge and 

understanding regarding AI technology may be one of the important factors that causes 

human to have high level of uncertainty towards AI and decided to resist it. General notion 

such as “AI will replace human in workplace” and “AI led to the unemployment” has 

influenced employee to resist this technology. There are opinions who believe that the 

increasing of intelligent machines will increase the rate of people losing their job. Especially 

when they found out that AI able to do better in repetitive tasks compared than human, they 

believe that employer will have different employment standards and choose intelligent robot 

over them. This concept is not really true, because AI is actually more to support HR 

professionals to do monotonous and administrative work so that, they can concentrate more 

on strategic role (Dennis, 2018; Bibi, 2019). Next, another uncertainty is due to the 

transparency and interpretability when using AI system. When using AI systems, the 

transparency during decision making is sometimes restricted by things like corporate or any 

technical literacy. Therefore, it is sometimes hard to be understood by employee with less 

knowledge about how AI algorithm operate or function (Rathi, 2018).  

Lack of ‘human touch’ 

There is no doubt that AI has the power to accomplish tedious and complex tasks in 

more efficient way (Samarasinghe & Medis, 2020). However, the ways AI accomplish any task 
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is different from human because it has no compassion and do not possess any emotion or 

moral values. Hence, many professionals in HR field are still sceptical about the usage of AI in 

HR function; as they believe this area require more empathy and intuition more than others 

(PWC, 2017). According to Premnath and Chully (2018), AI is still incapable to understand 

emotional aspects during decision-making process because it doesn’t have their own 

judgment making skills. When making decision, AI fully depends on coding and historical data, 

therefore result produced by AI are highly logic driven. Due to that reason, some of the 

solutions suggested by AI may not suitable or relevant for real situation. Also, even though AI 

can help human in designing and creating, it has a limitation to only do what has been 

commanded to them. It cannot think creatively like human. This makes AI far behind the 

human brain in terms of creativity and innovative thinking. Human’s brain is more intellectual 

when generating new ideas and their decision also guided by the feeling because they can 

see, hear, think and feel which machine can’t. 

Legal and ethical concerns  

Last but not least is the challenges of legality and ethicality of AI usage in HR function. 

Security of data has been one of the main points of discussion among AI practitioner and AI 

researcher (Rani, 2018). According to Premnath and Chully (2019), there are many HR 

professionals and employee who still sceptical about AI as they doubt its ability to keep and 

secure employee personal data. Therefore, it is a big challenge for organization to convince 

the employees that their data will not be misused for any wrong purpose and were going to 

be in secure hands. In addition, with the extra ability of AI to track and monitor multiple aspect 

of employee’s behaviour, there is a threat to the privacy’s of employee as an AI system can 

lead to unauthorized access to one’s online activity data (Upadhyay & Khandelwal, 2019). 

Hence, a clear line of ethical and moral values should be established between HR and 

employee in order to avoid HR to crossing the line when using AI along the process of 

managing employee’s data and behavioural record (Premnath & Chuly, 2019). 

 

Conclusions 

Based on the pros and cons of AI in HR function, it can be concluded that AI technology 

has changed the nature of HR department in a good way by offering new ways of getting task 

done through intelligence databases function. AI has been integrated in HR function to 

conduct various tasks from talent acquisition process until employee exit. Even though AI has 



The Joint Conference of AHRD-ARACD 2021 

 

667  

been said to replace HR job, the statement is not really true since the AI implementation is 

more to simplify and automating administration tasks. Therefore, HR personnel would get 

more opportunities to focus on strategic planning and critical thinking tasks. All of the 

misconceptions and negative information regarding AI in workplace must be clarified because 

AI should not be seen as a disruption. People must understand that AI cannot entirely 

substitute humans therefore, they should not be threatened by its existence. Instead, people 

should learn to adapt and work together with AI, so that its benefit can be fully utilized. 

Therefore, more clear-cut knowledge regarding how AI can help human and organization to 

achieve better performance should be emphasized. Researcher and practitioner should do 

further research on behavioural side of relationship between employee and AI. This is 

because employee’s readiness, acceptance or even resistance towards AI should be taken into 

consideration because they are the one who need to work hand in hand with AI. 

Simultaneously, new job roles that emerge due to AI integration also should be identified so 

that the right talent with appropriate skill sets can be prepared.  
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Abstract 
 

Partial least squares structural equation modelling (PLS-SEM) is one of the most 
widely used analysis technique to explore and predict the behaviour of variables 
examined in theoretical models, in particular their causal relationships and 
impact. However, in recent years, the usage of PLS-SEM in numerous human 
resource development (HRD) research has reduced, most notably in variable 
interactions that could yield potential theoretical insights. To address this 
problem, we provide a thorough review of PLS-SEM applications in recent HRD 
research. Secondly, we aim to underscore the benefits and disadvantages of PLS-
SEM. Next, we compare it with covariance-based SEM (CB-SEM). Also, after 
analysing of the origin, development and features of PLS-SEM, we explain two 
steps implied for the assessment of the measurement model and the structural 
model. In addition, this study highlights the use and misuse of PLS-SEM in HRD 
research. Finally, this paper recommends future application and guidance of PLS-
SEM use, not only in HRD but also related fields.  

 
Keywords: CB-SEM, SEM, PLS-SEM, Human resource development (HRD) research.   
 

Introduction 

Over the years, covariance-based SEM (CB-SEM) dominated operational methods 

when researchers analysed how observed and latent variables interact in complex 

interrelationships. Towards circa 2010, the majority of published research in HRD journals 

employed CB-SEM rather than PLS-SEM. However, recent years saw a significant increase in 

the number of published articles that used PLS-SEM rather than those that employed CB-SEM 

(Hair Jr et al., 2017). The application of PLS-SEM has been observed across multiple HRD fields, 

such as organisational behaviour, leadership studies, organisational psychology, training and 

development, career development, and human resources. Within these fields, PLS-SEM has 

been instrumental in addressing specific HRD research gaps, namely in the advancement of  

procedural resilience that not only supports the field’s complex characteristics, but also offers 

support for the field’s theoretical development in terms of opening up new research areas.  

Additionally with PLS-SEM, researchers have a wide range of advanced tools at their disposal, 

and the correct use of these allows the development and testing of complex models, which 

can lead to significant contributions to HRD theories. In turn, these models could form the 
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basis of future innovations in management or organizational policy. Therefore, PLS-SEM can 

potentially support HRD managers and policy makers in terms of arriving at informed, precise, 

and credible decisions and policies. 

Furthermore, PLS-SEM, in contrast to CB-SEM, stresses prediction and exploration, is able 

to handle complex models, and simultaneously relaxes the demands on data as well as the 

specification of relationships (e.g., Jöreskog & Wold, 1982). As noted by Hair et al. (2011), PLS-

SEM method, has emphasized the method’s prediction-orientation and capabilities to handle 

complex models and formatively specified constructs. This method presents multiple 

benefits, and first of which that can be exploited is that it serves operational purposes, such 

as prediction and exploration, both of which are robustly conducted in soft theory 

advancement (Sosik et al., 2009). Also, PLS-SEM explains sophisticated models or 

relationships better (Fornell, 1982; Wold, 1985). This method is useful because it extracts the 

scores of latent variables when it explains a large percentage of the variance in the indicator 

variables, thus allows the accurate prediction of the individual scores on the latent variables 

(Anderson & Gerbing, 1988; Wold, 1982).   

Naturally, its wide appreciation comes with robust intellectual debate (Latan et al., 2017; 

Richter et al., 2016; Rigdon et al., 2017), which is necessary for the method’s development 

and extension for the sake of its continued growth. The voices of rejection include “there is 

no use for PLS whatsoever” (Antonakis et al., 2010, p. 1103), “discontinue the use of PLS” 

(Rönkkö et al., 2016, p. 24), and Sarstedt et al. (2014) description as a “poor man’s” SEM. 

These views do not acknowledge the testing strength of PLS-SEM on sophisticated and 

explorative models. This indirectly reflects the strong tradition in HRD research to use only 

confirmatory approaches to model testing. However, as with any statistical tool, PLS-SEM 

requires considerable knowledge about the method applied, as it requires several choices 

that, if not made correctly, can lead to incorrect conclusions that will jeopardize future theory 

development in HRD. 

Against this background, we do not intend to argue for or against the use of PLS-SEM 

compared to other methods; it is left to readers to arrive at their own conclusions. Therefore, 

this paper aims to provide HRD scholars and practitioners with a comprehensive overview of 

PLS-SEM. First, we identify and report the frequency of PLS-SEM applications published in 

HRD journals. Then, we describe and discuss the key characteristics of PLS-SEM to illustrate 
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how these characteristics can be a useful tool in future HRD research and compare it to 

another SEM approach, CB-SEM. Next, we summarize a two-step process for applying the 

measurement model and structural model. Then, we suggest potential applications, including 

the use and potential misuse of PLS-SEM in HRD research. Finally, this study contributes 

towards the dual perspective of methodology and empirical application in HRD. We also 

believe that this study helps to advance the PLS-SEM vs CB-SEM rhetoric by acknowledging 

variance-based methods as a significant multivariate statistical analysis in the HRD field.  

Application of PLS-SEM in HRD Research 

This review investigated the usage of PLS-SEM in HRD studies. First, we conducted a 

targeted search with criteria limitation of journals indexed by the Web of Science (Social 

Sciences Citation Index) which is a powerful research engine that is maintained by Clarivate 

Analytics. The rationale of this method of journal selection is to include the leading journals 

in HRD. Next, we obtained the full list of the journals by referencing against the 2020 release 

of the Journal Citation Reports®, in particular the category of management and human 

resource development. Of the 60 journals in that category, 22 of them were human resource 

management (HRM) journals, which were excluded. Thus, we reviewed a total of 38 HRD 

journals according to the order of the publication date, with a cut-off date of August 2020. 

Besides using the keyword search of “PLS-SEM”, other phrases included “SEM-PLS” and 

“partial least squares.”  

Next, the identification of eligible studies involved two researchers who have expertise 

in PLS-SEM. They examined the papers independently. This process included the elimination 

of the following types of papers: (1) conceptual studies that focused on the discussion of 

pairing other statistical techniques with PLS; (2) a review paper on PLS-SEM; (3) three studies 

that applied PLS regression; and (4) a paper that used PLS-SEM only for testing the moderation 

but not for the measurement and structural models. These papers were removed from the 

sample. Following these criteria, a total of 477 empirical papers were identified that utilize 

PLS-SEM (see Figure 1). It was observed that PLS-SEM was applied across a diverse range of 

HRD studies within the selected journals. Despite a handful of these studies, its growth is 

robust. This growth is contributed by recent developments in software interface, namely 

SmartPLS with user-friendly graphics (Ringle et al., 2015) and PLS Graph (Chin, 2010). Also, 

PLS-SEM textbooks have become more accessible with their easy language of instruction, and 

the staple for researchers are Hair Jr et al. (2016) and Hair Jr et al. (2019). 
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Figure 1. PLS-SEM studies in HRD journals. 

 

What is PLS-SEM? 

Structural equation modelling (SEM) is an analysis method used to study the causal 

relationship between multiple variables proposed in a complex research model. Within this 

structural model, these variables are hypothesized to have direct or indirect causal 

association with each other, and researchers can include the exogenous, endogenous, 

interaction, and intervening constructs (Afthanorhan et al., 2015; Svahn & Wahlund, 2015). 

There are two branches of SEM (Hsu et al., 2006), namely CB-SEM and variance-based SEM 

(VB-SEM) (Dijkstra & Henseler, 2015). Within VB-SEM, PLS-PM has reached its fullest 

potential, and it is often adopted by behavioural scientists (Hair Jr et al., 2021). Meanwhile, 

Wold’s (1982) PLS-SEM, considered as a sibling of CB-SEM, is suited for studies examining 

weak-theory contexts, such that researchers have to test a set of different possible influences 

(Bisbe et al., 2007).  

In basic PLS-SEM applications on a research model, single-headed arrows linking from one 

construct to another indicate predictive relationships. This element underscores the 
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predictive focus of PLS-SEM, rather than explanatory. If there is a solid theoretical basis and 

support, this method reveals causal effects (Hair Jr et al., 2017). Also, the overall complexity 

of a model can be easily analysed because the PLS-SEM algorithm does not run simultaneous 

computation on all the causal relationships. Thus, there is negligeable influence on the sample 

size throughout the proper application of this method. Given these characteristics, PLS-SEM 

is deemed attractive for HRD researchers when dealing with relatively complicated models 

(Shiau et al., 2019). Therefore, it is highly beneficial to employ PLS-SEM in HRD studies that 

endeavour to evaluate sophisticated theories and models with a focus on explanation and/or 

prediction (Rigdon, 2016). 

PLS-SEM models could be particularly useful for HRD research in respect of evaluating the 

relationships between constructs can capture direct, indirect (mediated), and interaction 

(moderated) effects. For example, the path between job performance on employee turnover 

demonstrates a direct relationship. The link between job performance and turnover through 

career commitment is an example of an indirect relationship. Here, changes in the 

commitment potentially mediate job performance’s effect on turnover. A moderation effect 

occurs when a construct affects the strength, or the direction of the relationship between two 

other constructs. We could argue, for example, that a workplace environment moderates the 

relationship between job performance and commitment. This effect is modelled via an 

interaction term, which is similar with a contingency logic. When considering simultaneous 

mediation and moderation as per the example, the researcher creates a moderated 

mediation model (Nitzl et al., 2016). The emphasis here is about the explorations rather than 

confirmations. PLS-SEM requires neither a large sample size nor a specific assumption on the 

distribution of the data, or even the missing data. Researchers working with small sample 

sizes and less theoretical support can use PLS-SEM to test the indirect, direct, or causal 

relationships (Astrachan et al., 2014).  

Furthermore, PLS-SEM methodologists have introduced a series of advanced techniques, 

including (1) assessing the measurement model’s mode (i.e., reflective vs. formative); (2) 

controlling for endogeneity as a source of bias in PLS-SEM modelling when estimate path 

coefficients in mainly explanatory research; (3) treating unobserved heterogeneity in the 

data; (4) establishing discriminant validity with the Heterotrait-monotrait ratio of the  

correlations (HTMT)  in PLS-SEM; (5) estimating and validating higher-order constructs in PLS-

SEM; (6) performing invariance testing as a requirement of multi-group analysis; (7) analysing 

https://www.taylorfrancis.com/chapters/edit/10.4324/9781843924494-17/drug-use-criminal-behaviour-indirect-direct-causal-relationship-ian-albery-tim-mcsweeney-mike-hough
https://www.taylorfrancis.com/chapters/edit/10.4324/9781843924494-17/drug-use-criminal-behaviour-indirect-direct-causal-relationship-ian-albery-tim-mcsweeney-mike-hough
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mediating effects; (7) comparing alternatives models; (8) analysing 

moderation (or interaction) effects; (8) examining nonlinear effects; (9) examining 

the mediated moderation model (Hair et al., 2019).  

 

PLS-SEM vs. CB-SEM 

This article summarises the similarities and differences in the assumptions, application, and 

potential types of analyses when using PLS-SEM versus CB-SEM (Gefen et al., 2011). First, CB- 

SEM is used while testing existing theory, whereas the PLS- SEM is appropriate in the 

exploratory stage for theory building and prediction. Second, through PLS-SEM both 

formative and reflective relationship can be studied, whereas, with CB- SEM, only reflective 

relationships are studied. Third, prediction-oriented analyses, complex models, and 

secondary archival or big data motivate the use of PLS-SEM (Gefen et al., 2011; Rigdon, 2016). 

Fourth, PLS-SEM is non-parametric and not only works well with non-normal distributions, 

but also has very few restrictions on the use of ordinal and binary scales, when coded 

properly. Along with it, multivariate normality of data is also required for CB-SEM. Fifth, the 

CB-SEM method resulted in a substantial loss of indicator variables in an effort to achieve 

acceptable goodness of fit. At the same time, the PLS-SEM method enabled retention of many 

more indicator items, which supports both measurement and structural theory development. 

Finally, comparison of the R2 output of the two methods indicates that if prediction is the 

focus of your research, then PLS-SEM is the preferred method because in a direct comparison 

with CB-SEM the variance explained in the dependent variables is substantially higher. 

Overall, therefore, the PLS-SEM method is much more appropriate at the theory development 

stage than is CB-SEM (See in Table 1). 
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Table 1. A Comparison between CB-SEM and PLS-SEM. 

 CB-SEM PLS_SEM 

Research 
Objectives 

Strictly confirmatory based on 
sufficient theoretical base 

Exploratory and 
confirmatory based on 
insufficient theoretical base 

Research 
Purpose 

Theory testing by explaining the maximizing 
fit between the correlational matrix and 
parameter estimates 

Prediction by explaining the 
variance of key target 
constructs 

Theory  Strong Weak  

Distribution 
assumption
s  

Multivariate normality Non-parametric 

Sample size  Large (at least 400)  Small (50 to 100) 

Analytical 
focus  

Confirming theoretically assumed 
relationships   

Prediction and/or 
identification of 
relationships between 
constructs 

No. of 
indicators 
per 
construct  

Depending on aggregation or parcelling; 
identify at least 4   

At least one or two  

Indicator to 
construct  

Mainly reflective Both reflective and 
formative  

Improper 
solution  

Depend on model  Always identified  

Type of 
measureme
nt  

Interval or ratio Categorical to ratio  

Complexity 
of model  

Large models (> 100 indicators) problematic  Can deal with large model  

Software LISREL, AMOS, MPLUS 
 

SmartPLS, PLS Graph, 
XLSTAT 

 Sources: Hsu et al. (2006) Henseler et al. (2009); Hair et al. (2011); Hair et al. (2014). 

 

PLS-SEM Application Guidelines 

In recent years, a number of scholars has provided guidelines on how to conduct 

analyses using PLS-SEM (Haenlein & Kaplan, 2004; Tenenhaus et al., 2005). The goal of our 

study is extend this knowledge by summarizing and condensing the most important guidelines 

for the benefit of HRD researchers. The first important guideline is before researchers run a 

PLS-SEM analysis, they should pre-evaluate if the conditions favourable for the method’s use 

is fulfilled. Otherwise, the study may benefit more from other analysis techniques, namely 

CB-SEM. A two-stage approach is used to evaluate PLS-SEM results (Henseler et al., 2009). 
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Stage 1 relates to the measurement model evaluation, whereas Stage 2 deals with the 

structural model evaluation (see Figure 2).  

 

 

 

Figure 2. PLS-SEM evaluation guideline.  
Source: Adapted from Sarstedt et al. (2014). 

 

In brief, PLS-SEM serves as an estimation tool that is both flexible and useful, given the quality 

of its results being dependent on the quality of input data. It must be noted that the 

application of PLS-SEM requires the diligent and vigilant procedural compliance when 

evaluating results.  

 

Discussion on the Use and Misuse of PLS-SEM in HRD Research 

Conclusion and Recommendation  

Despite the disinclination of some methodological researchers towards PLS-SEM, a few 

distinguished HRD researchers appreciate its analytical value (Petter, 2018), which is proven 

by the frequency of application in HRD studies. To reap the full benefits of PLS-SEM, early 

familiarization on the latest quantitative methodological tools is important, and the key 

questions to ask are when, why, and how to apply them. Researchers, who are potential or 

new PLS-SEM applicators, can benefit from this paper’s review and discussion on relevant and 

emerging concepts. In addition, HRD researchers should fully exploit recent statistical 

methods if they are to explore and better understand phenomena that are complex to be 

researched. We believe that PLS-SEM is worthy of recommendation because it (1) can process 
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small sample sizes, (2) can handle complex models that examine endogenous and exogenous 

constructs and indicator variables, and (3) can analyse non-normal distributions. All in all, PLS-

SEM has proven its usefulness as an analysis tool for the development of future HRD theories, 

in particular serving HRD exploratory studies that is often laden with weak-theory contexts.  
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Abstract 
 

The purpose of this study is to examine the relationship among social isolation, lack of 
facility provision, family commitment and work from home (WFH) job stress among 
academics. Data were collected from 180 respondents who were academics who 
worked from home during the period of movement control order (MCO) owing to the 
spread of pandemic COVID-19 crisis. Partial least square structural equation modelling 
(PLS-SEM) was used to analyze the data collected. The results show that all predictors, 
namely social isolation, lack of facilities provision and family commitment are 
statistically correlated to work from home job stress. This study provides an empirical 
framework for explaining the work from home job stress among academics based on 
the review of related works of literature.  

 
Keywords: Social Isolation, Facility Provision, Family Commitment, WFH Stress 
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Abstract 
 

The purpose of this study is to explore K-12 teachers’ experience at work during 
the COVID-19 pandemic. We investigated the challenges teachers faced and 
supports received during the pandemic. We used Schlossberg’s 4S transition 
theory to guide this study from a human resource development (HRD) 
perspective. We conducted a qualitative study by interviewing eight teachers in 
China. The findings indicated that the K-12 teachers experienced various 
challenges including an unexpected transition, new work conditions, student 
challenges, heavier workload, and the need to learn new skills during the 
pandemic. The participants also reported they received support for work-
life/family balance, technology, well-being, and learning from their school and 
district. HRD professionals could use the results of this study to understand K-12 
teachers’ challenges and provide the teachers effective support during a crisis. 

 
Keywords: Work transition, Teachers, HRD, COVID-19 pandemic, China 
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IMPLICATIONS OF CHINA'S BELT AND ROAD INITIATIVE (BRI) IN HRD IN SRI LANKA’S 
MARITIME LOGISTICS SECTOR 
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Abstract  
 

The global logistics industry is evolving rapidly, and qualified logistics-related 
workers are in short supply on all occupational levels, and Sri Lanka is no 
exemption to this. Therefore, if Sri Lankan wanted to be a maritime logistics hub, 
the Sri Lankan workforce in the maritime logistics sector needs to be able to 
adapt, and having the right skills and training is vital. However, there is no 
research available to understand the current skills gap in Sri Lanka’s maritime 
logistics sector. Though, this study suggests that China’s Belt and Road Initiative 
(BRI) supports partner countries' efforts in infrastructure and human resources 
development, and Chinese firms engage in substantive skills transfer in partner 
countries. As Sri Lanka is one of the vital nodes along the BRI, China is investing in 
Sri Lanka’s infrastructure projects includes the maritime logistics sector. 
However, this study failed to identify the implications of BRI in HRD in maritime 
logistics sector, therefore further studies are needed.  

 
Keywords: BRI, China, HRD, Maritime Logistics, Skills, Sri Lanka. 
 

Introduction 

China’s interest in the Silk Road visions of land and maritime logistics and 

communications networks connecting Asia, Europe, and Africa – now dominated by ‘Belt and 

Road’ slogans. Belt and Road Initiative (BRI) is aimed at exploring the unique values and 

concepts of the ancient road, enriching it with new meaning for the present era, and actively 

developing economic partnerships with many countries and regions situated along the route. 

BRI seems to be a potentially huge collective of current, planned, and future infrastructure 

projects, accompanied by a host of bilateral and regional trade agreements. Ongoing and 

planned projects will focus on the developments of a wide array of assets, including ports, 

roads, railways, airports, power plants, oil and gas pipelines, and refineries, and Free Trade 

Zones, as well as a supporting IT, telecom, and financial infrastructure.    

 

The Indian Ocean plays a major role in BRI as the key Eurasian shipping route, in 

facilitating China’s overseas trade and the transportation of fuel and raw materials. Therefore, 

Sri Lanka is seen as one of the vital nodes along the maritime silk route. China is very optimistic 
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about Sri Lanka’s prospects as a strategically located platform economically and militarily 

therefore Chinese investors are keen on investing in Sri Lanka (Karunarathne, 2018). 

Therefore, Sri Lanka can harness this opportunity to complete the hard and soft 

infrastructures which are a serious obstacle to develop Sri Lanka as a maritime logistics hub 

in the Indian Ocean, fully leveraging its conducive geographic location.  

Even though Sri Lanka is in an advantageous position compared with many other 

South Asian nations when it comes to connectivity, Sri Lanka’s shipping industry remains 

primarily a trans-shipment-driven industry. In this context, to become a maritime logistics 

hub, Sri Lanka must position itself as a major global industry player to provide broader 

services in shipping and logistics. However, Sri Lanka still lacks a number of the region’s other 

leading hubs, including Hong Kong, Singapore, and Dubai. This indicates a need for Sri Lanka 

to improve the quality of its logistics services. In addition, Sri Lanka is encountering challenges 

in access to a sufficient number of qualified professionals and international participants in the 

logistics field (Chan, 2015). As China has accumulated useful expertise and experience in the 

maritime logistics sector, China can collaborate with Sri Lanka in human resources 

development. 

However, no previous studies have been done on this topic to determine the 

implication of China’s BRI in HRD in the maritime logistics sector, therefore, this study was 

conducted to assess the Sri Lanka maritime logistics sector human resources development in 

connection with China’s BRI by focusing on below-given research questions. 

• Is there any skills gap in Sri Lankan’s maritime logistics sector? 

• Can Sri Lanka benefit from BRI in HRD in the maritime logistics sector? 

 

Literature Review 

The Belt and Road Initiative  

The Belt and Road Initiative (BRI) is a development strategy and framework which 

consists of two main components, the land component, known as the "Silk Road Economic 

Belt" and the sea component called the "Maritime Silk Road". It was unveiled by Chinese 

President Xi Jinping in September and October 2013 in announcements revealing the Silk 

Road Economic Belt and Maritime Silk Road, respectively. Also, it was thereafter promoted 

by Premier Li Keqiang during the State visit in Asia and Europe. 
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The “Belt” includes countries situated on the original Silk Road through Central Asia, 

West Asia, the Middle East, and Europe will consist of six economic corridors connecting China 

to the far reaches of Eurasia by road and rail. The “Road” (Maritime Silk Road) is a 

complementary initiative aimed at investing and fostering collaboration in Southeast Asia, 

Oceania, and North Africa, through several contiguous bodies of water – the South China Sea, 

the South Pacific Ocean, and the wider Indian Ocean area. The “Road” will involve the 

development of ports and shipping routes connecting Chinese harbors to Europe and the 

South Pacific. To date, up to 140 partner countries have signed documents on Belt and Road 

cooperation with China, the trade between China and BRI partners has exceeded 9.2 trillion 

US dollars and direct investment by Chinese companies in countries along the Belt and Road 

has surpassed 130 billion US dollars (Yi, 2021). BRI is also supported by some newly created 

financial institutions such as the Asian Infrastructure Investment Bank (AIIB), the New Silk 

Roads Fund (NSRF), the Chinese government’s foreign exchange reserves, and several of its 

largest state-owned banks (Silk Road Briefing, 2019). 

 

Sri Lanka – China Relationship 

Sri Lanka has a long-term, multi-dimensional and deep-rooted relationship with China. 

Sri Lanka-China Relationship is centuries old and has been historically strengthened by shared 

religious and cultural values in addition to trade and commerce. The opening of relations with 

China was historically far more significant and Sri Lanka entered into her first trade/payments 

agreement called as ‘Rubber-Rice pact’ in 1952 since independence (Ukwatta, 2014) which 

continued to be renewed and expanded into areas of broader cooperation leading to a long 

and lasting friendship between the two countries.  

China's support has laid a remarkable foundation for the development of Sri Lanka. 

Today, mega projects such as the Colombo South Container Terminal, Norochcholai coal 

power plant, Colombo-Katunayake expressway, Southern expressway, A9 road, Mattala 

international airport, Hambantota port, and Nelum Pokuna theatre have become the new 

landmarks of the China-Sri Lanka relationship (Kelegama, 2014). The rapid increase of Chinese 

tourists in Sri Lanka has become a new trend of the China-Sri Lanka relationship. Direct flights 

between Chinese major cities and Colombo have been a new normal. It is also a new tendency 

for Sri Lankans to do business, travel, and study in China. The exchanges and cooperation in 
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various fields such as education, religion, culture, and science and technology keep 

expanding. 

 

Sri Lanka's Maritime Logistics Sector  

Sri Lanka is an island country in the Indian Ocean, strategically located at the 

crossroads of both east and west sea routes and serves as the point of entry to South Asia, 

lucrative Middle Eastern markets, and rising African markets, while the growth engine that is 

India lies just 20 miles away is seen as one of the vital nodes along the maritime Silk Road. Sri 

Lanka has a distinct locational advantage, which could support Sri Lanka to develop as a key 

logistics center in the Indian Ocean by catering to South Asian and Bay of Bengal countries. 

As Sri Lanka is in a good position will have a great advantage in the production of goods and 

services supported by efficient logistical facilities and less transaction cost. For many 

centuries, Sri Lanka had been at the center of the historical Silk Road connecting Europe and 

China.  

Even though Sri Lanka is in a good position in order to secure its position as a regional 

logistics center, Sri Lanka needs huge investment in physical infrastructure and human 

resources development (HRD). Sri Lanka needs investments in the country’s maritime hard 

and soft infrastructure, particularly in the Hambantota Port, the Colombo Port, and the 

Trincomalee Port to be competitive. And overseas participation in the development of human 

resources, introduction of advanced technology, and boost business know-how is also 

essential. The development of high-quality human resources in the maritime logistics sector 

is essential to support the economic future. The logistics sector is vital to a countries 

economy. It is seen to be a critical enabler in improving the competitiveness of the nation and 

local economies (Department for Transport, 2011). 

The global logistics industry is evolving rapidly, and it is the interplay of infrastructure, 

technology, and new types of service providers to help its customers reduce their logistics 

costs and provide effective services. And the logistics focus is moving towards reducing cycle 

times in order to add value to their customers. Consequently, better tools and strategies are 

being sought by firms in order to enhance their decision-making. There have been dramatic 

changes in the mode of world trade and cargo transportation, characterized by the prevalence 

of business-to-business and integrated supply chains. These changes have been embodied in 

the increasing demand for value-added logistics services and the integration of various 
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transportation modes. The rapid increase in world trade in the past decade has restructured 

the global maritime industry and has brought about new developments and increased 

competition. Gudehus & Kotzab (2012) said that “Maritime logistics is quite a new, integrative 

approach to modern shipping’’ and the main purpose of maritime logistics is to convey cargo 

with ships on rivers, channels, and seas at minimal costs, fuel consumption, and emissions. 

Optimal shipping networks and maritime transport chains are mandatory for this. 

Technological systems are considered to be a ‘competitive weapon’ for the logistics 

sector (Piplani et al, 2004). These systems can be any hardware or software that automates 

basic operational processes. However, to gain a competitive edge from these technologies, 

expert knowledge or specialised skills are needed particularly IT skills and analytical skills. Due 

to technological change, logistics sector consumer demand and environmental factors are 

also undergoing continual change. Therefore, the workforce in the logistics sector needs to 

be able to adapt and have the right skills and training to compete. 

Even though Sri Lanka is in an advantageous position compared with many other 

South Asian nations when it comes to connectivity still needs to compete with the likes of 

Singapore and Dubai. Major shipping lines call over at the Port of Colombo, primarily to 

transship the volumes of containers to the Indian Sub-Continent (ISC). India, Bangladesh, and 

East African countries account for approximately 70 percent of the port’s volume, according 

to ADB (2016). The remaining 30 percent is local traffic, driven by garment, tea, and rubber 

exports, and consumer products, and industrial and agricultural equipment imports. As Sri 

Lanka gets most of its business from India, overreliance on Indian transshipment will harm Sri 

Lanka if India develops its harbors. Currently, the Indian government, through its Sagarmala 

initiative, is building six new major ports, including Colachel at the southern tip of Tamilnadu 

state and Vizhinijam, a short distance north in the state of Kerala, in what appears to be an 

effort to reduce reliance on Colombo (Sagarmala, n.d.). Indian ports plan to offer Mega 

container terminal points and specialized facilities to take charge of larger vessels and this will 

potentially obtain a significant portion from the transshipment handling market of Western 

India, Pakistan and in Gulf region, this might be a commercial threat to Sri Lanka’s 

transshipment activities.  

Besides global shipping lines tend to prefer working with global terminal operators as 

they show varying degrees of involvement in the main cargo handling markets around the 

world and possess some competencies that would bring advantages in the areas of market 



The Joint Conference of AHRD-ARACD 2021 

 

675  

power, marketing skills, technological expertise, and access to cheaper sources of finance. 

Likewise, global terminal operators often have central purchasing departments at their 

headquarters involved in making large contracts to servicing the world’s major commercial 

gateways. Sri Lanka is not a mega ship owner and lacks the global scale or capital to develop 

that level of shipping activity. In this context, to become a hub Sri Lanka must position itself 

as a major global industry player to provide maritime services to Sri Lanka and to the region 

beyond.  

The volume of base cargo could be increased by expanding Sri Lanka's services in the 

form of value addition through Sri Lanka by import, add value and then export to other 

countries. It could be offered by way of developing logistics capabilities to provide the most 

modern warehousing infrastructure facilities for temporary storage and deliver through "Just-

in-time" supply chain management systems to large manufacturing companies in the 

neighboring Indian Sub-Continent countries.  Sri Lanka can attract powerhouses in our region 

India and China to use Sri Lanka as an exporting center as well, allowing them substantial cost 

savings in terms of logistics as well as shorter delivery times.  

 

BRI Cooperation in HRD   

China, after nearly 40-year of reform and opening-up, has accumulated rich 

experience in industrialization and modernization. The Chinese capital, technology, market, 

enterprises, talents, rich experience, know-how will have a great chance to benefit if other 

countries work together for a shared vision. Gu (2015) states that China emphasizes that aid 

should be used to help recipient countries build up their self-development capacity. Chinese 

President Xi Jinping (2017), in his keynote speech at the opening ceremony of the Belt and 

Road Forum for International Cooperation in Beijing, stated that “Mutual learning - The 

ancient silk routes were not for trade only, they boosted flow of knowledge as well. Through 

these routes, Chinese silk, porcelain, lacquer work, and ironware were shipped to the West, 

while pepper, flax, spices, grape, and pomegranate entered China. Through these routes, 

Buddhism, Islam, and Arab astronomy, calendar and medicine found their way to China, while 

China's four great inventions and silkworm breeding spread to other parts of the world. More 

importantly, the exchange of goods and know-how spurred new ideas. For example, 

Buddhism originated in India, blossomed in China, and was enriched in Southeast Asia. 
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Confucianism, which was born in China, gained appreciation from European thinkers such as 

Leibniz and Voltaire. Herein lies the appeal of mutual learning”. 

In 2015, the National Development and Reform Commission, Ministry of Foreign 

Affairs, and Ministry of Commerce of the People's Republic of China, with State Council 

authorization (2015) jointly issued the Vision and Actions on Jointly Building Silk Road 

Economic Belt and 21st Century Maritime Silk Road, outlining the background, principles, 

framework, priorities, mechanisms, actions taken by the Chinese government and the 

country’s regional opening progress. The planning on education exchange in the document is 

as follows: 

• Expanding the scale of student exchange and promoting education cooperation; 

providing 10,000 government scholarships to countries along the Belt and Road every 

year. 

• Intensifying personnel exchange and cooperation among countries along the Belt and 

Road. 

• Integrating resources already in place to foster cooperation on youth employment, 

entrepreneurship training, vocational skills development, social security 

management, public administration and management, and other relevant areas 

among countries along the Belt and Road. 

According to KPMG (2018), BRI markets at the early stage of industrialisation and will 

have limited pools of skilled or experienced unskilled labour that can be relied upon to 

support BRI activities. Therefore, companies should ensure that they are prepared enough to 

respond and adapt to new opportunities along the Belt and Road. This includes ensuring the 

right capabilities and organizational structures are in place and managing that transition. 

UNDP (2017) stated that the BRI can generate opportunities for inclusive growth and 

profoundly improve participating countries’ HRD if investments are well channeled. In terms 

of HRD, people-to-people bonds in the BRI may be best promoted through the supply of 

specific skills as most of the BRI participating countries are developing countries with 

incomplete education systems. BRI counties need capital, technology, specialist skills, 

especially engineering expertise and experience in undertaking projects.  

According to the World Bank report (2018), FDI brings potential benefits to the host 

country through a variety of channels including linkages with the local private sector. Linkages 

between foreign firms and local suppliers enable knowledge and technology transfer, 
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including know-how and practices that allow domestic suppliers to upgrade the quality and 

efficiency of their production. Foreign investment brings a wide range of knowledge, technical 

know-how, managerial and organizational skills, and access to foreign markets with the 

potential to bring positive spillovers for the host economy (World Bank, 2018). Spillover 

effects are indirect effects of inward FDI which brings unintended transmission of knowledge 

and skills from the FDI enterprise to domestic enterprises via demonstration effects and/or 

worker mobility. Therefore, the movement of personnel is widely recognised as a mechanism 

for distributing tacit knowledge and skills across space and time (Cooper, 2001). As personnel 

is knowledge carriers (Grant 1996), when they move, they bring their new knowledge that the 

organisation previously did not have. An organisational knowledge base contains both 

organisational and personal knowledge which can be used by the organisation as resources 

to generate competitive advantage. Therefore, when Chinese companies establish joint 

ventures with local companies for investment and technology transfer, then local companies 

can make use of their internationally recognized technical and management knowledge. This 

is the same to the maritime logistics sector as well. China is well-equipped in providing the 

necessary maritime logistics skills and experiences; therefore, the participating countries 

should use this opportunity to improve their human resources development. 

 

Methods 

The data collection method relies on desktop research which entails a thorough 

examination of relevant information online from previous studies and documents collected 

from relevant published sources since BRI launched in 2013 such as World Bank and ADB, 

publications in relation to the maritime logistics sector and HRD, and other literature about 

China’s BRI. This includes reports, articles, policies related to the BRI as well as statistical data 

from Sri Lankan and Chinese government departments. From this search, the authors found 

related articles that discuss the study on BRI and HRD in all domain areas. This can be done 

by using the selected database to extract the relevant research articles or reports by searching 

the title and abstracts with a pre-determined search term. From the data selected, the coding 

paradigm was applied to build the answers to each question.   
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Findings and Discussion 

 The sections below present the answers for the research questions. 

Demand for Skills in the Sri Lanka Logistics Sector 

A country's economy can become more productive with help of high-quality human 

resources. Human resources are the fundamental source of economic growth. It is a source 

of both increased productivity and technological advancement. According to Westphalen 

(1999), human resources is defined as: “the knowledge, skills, competencies and other 

attributes embodied in individuals or groups of individuals acquired during their life and used 

to produce goods, services or ideas in market circumstances”. Given the fast-paced growth 

the global economy is witnessing, experts across the world have stressed that investing in 

education alone is insufficient and it is essential to emphasize skills and talent development 

if any nation is to thrive and sustain itself in the ever-evolving world.  

The change in economic growth and structure has increased the demand for Sri 

Lankan labour as well, and the skills gap also has emerged in the changing Sri Lankan labour 

market (ADB, 2017). Therefore, Sri Lanka needs to invest in human resources development 

especially in the maritime logistics sector which is vital for a country’s economic growth and 

maintaining competitiveness to prepare itself to have a workforce that is capable to support 

Sri Lanka to become a logistics centre in the Indian Ocean. 

According to a recent study, global demand for skilled logisticians is likely to continue 

to grow rapidly as the level of logistical activity rises and the technical sophistication of the 

function increases (World Bank, 2017). Further, this study shows that the growth of other 

sectors will also depend indirectly on the ability of logistics to cope with expanding freight 

and trade volumes. On the operational, supervisory, and managerial levels, logistical activities 

are labor-intensive (World Bank, 2017). This makes the logistics performance of companies 

and countries highly dependent on the quantity and quality of the workforce (Jhawar et al., 

2014). Logistics will only be able to do this if it is adequately staffed with skilled employees. 

Most logistics-related activity is now outsourced to the Third-Party Logistics (3PL) sector. The 

large 3PL companies with multi-national coverage need to “customize” their workforce to the 

logistical characteristics of the countries in which they operate, reflecting the freight modal 

split, the industry and product mix, the level of technology, the structure of the logistics 

market, and cultural attributes. 
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In 2017, The World Bank study of Logistics Competencies, Skills, and Training, a global 

overview ‘’Both the Logistics Performance Index (LPI) survey and the survey carried out for 

this study show a general perception across the logistics sector that qualified logistics-related 

labour is in short supply on all occupational levels in both developed and developing 

countries. Shortages range from a lack of truck drivers to problems in filling senior supply 

chain management positions. The World Bank (2017) studies in countries such as China, India, 

the United States, the United Kingdom, Vietnam, and the Republic of Korea have reported 

that businesses are having difficulty recruiting staff with the required skills in logistics/supply 

chain management. Respondents in developing countries point to the supervisory level for 

the most severe perceived skills shortage. In developed countries, skills shortages were 

perceived at all levels, but at a much lower level. This suggests that this problem is likely to 

remain the same or worsen over the next five years, therefore, logistics workers need to 

possess a wide range of skills (Derwik et al., 2016). 

As port equipment and operations have also adapted to and incorporated more 

advanced processes, the sector’s ability to place competent, well-trained staff familiar with 

the technology has not kept pace (Flint, 2013). Sophisticated operating systems demand that 

in-house teams possess a wider range of knowledge, however, there are few well-trained 

executives in the logistics center and a lack of qualified staff at the operational level, 

(McKinnon et al., 2017). And not only do logistics employers find it tough to recruit good 

candidates for positions, but many existing employees are not sufficiently qualified as well, 

this skills shortage is likely to worsen in the absence of new initiatives. The World Bank (2017) 

report said that to curb the shortage “there needs to be a substantial increase in the amount 

of time and resources devoted to logistics training at all levels.” In addition, skilled logistics 

workers in developed countries should share their skills and knowledge with those in 

developing countries, it said. 

In order for the Sri Lankan industry to evolve beyond this, it is necessary to see the 

development of broader services in shipping and logistics to truly become a maritime hub. 

However, Sri Lanka was ranked 92nd out of 167 countries in the World Bank’s 2018 

aggregated Logistics Performance Indicator (LPI) combines the four most recent LPI editions. 

Scores of the six components across 2012, 2014, 2016, and 2018 LPI surveys were used to 

generate a “big picture” to better indicate countries’ logistics performance. Sri Lanka scored 

2.64 on logistics competence (competence and quality of logistics services, e.g., transport 
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operations and customs brokers), compared to India’s 3.18, UAE’s 3.83, Hong Kong’s 3.94, 

and Singapore’s 4.08.  

According to Edirisinghe (2013), the firms engaged in logistics activities in Sri Lanka 

have failed to utilize modern systems and infrastructure facilities adequately and effectively. 

Improving logistics performance has become an important development policy objective in 

recent years because logistics have a major impact on the economic activity of Sri Lanka. But 

unfortunately, the Sri Lankan education system does not cater to the rising needs of the 

logistics industry and there is limited education available for areas such as supply chain, 

logistics, and international trade at vocational and tertiary institutes (MoDSIT & EDB, 2018). 

 

The Benefits of BRI in HRD   

McKinsey research shows that Chinese firms engage in substantive technology 

transfer in Africa. Likewise, BRI is bringing the Asian country's infrastructure capital and know-

how to developing countries involved in its expansion (Xuequan, 2018).  According to Sun et 

al. (2017), nearly half of Chinese firms in Africa have introduced a new product or service to 

the local market, and more than one-third have introduced a new technology. For example, 

a Kenya-based mobile telecommunications operator Safaricom’s mobile payment initiative 

M-Pesa provides cellphone-based banking services to tens of millions of people in East Africa 

and beyond. It is recognized as a world-leading African innovation that has used technology 

to leapfrog traditional financial services models. Safaricom it is relying on Chinese technology 

specifically the Mobile Money platform developed by China-based Huawei (Sun et al., 2017).  

 

As part of BRI Chinese port operators are also involving in several ports in the Asia–

Europe maritime corridor. The Chinese-operated terminals around the Indian Ocean were 

built or improved by Chinese construction companies such as COSCO, Shanghai International 

Port Group, China Shipping Group, Hutchison Port Holdings, China Overseas Port Holdings, 

China Merchants Holdings (International) Company (Putten & Meijnders, 2015). Furthermore, 

China also introducing a port-alliances strategy between China’s seaports and other country's 

port. For example, ten of China’s seaports such as Dalian, Shanghai, Ningbo, Qinzhou, 

Guangzhou, Fuzhou, Xiamen, Shezhen, Hainan, and Taicang involved port-alliance with six 

main seaports from Malaysia which include Port Klang, Malacca, Penang, Johor, Kuantan, and 

Bintulu (Jeevan et al., 2016). This partnership and seaport-alliances with China will develop 
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the human capacity building, execute technology transfer, improving manpower training 

(Jeevan et al., 2016). 

 

A McKinsey report involving a study of 1,000 Chinese firms in eight African countries 

stated that the Chinese firms of all sizes and sectors are bringing capital investment, 

management know-how, and entrepreneurial energy to every corner of the continent and in 

so doing, they are helping to accelerate the progress of Africa (Sun et al., 2017). Further, this 

report found that at the more than 1,000 companies, 89 percent of employees were African, 

adding up to more than 300,000 jobs for African workers and almost two-thirds of the firms 

provided some form of skills training to their employees.  

 

DFID-ESRC Growth Research Programme in Madagascar also revealed that Hunan Agri 

(an agricultural firm) had set up an agro-technology demonstration centre to teach local 

farmers how to produce a new variety of hybrid rice (Calabrese, 2018). Further, the same 

research revealed that another Chinese company, Tianli Agri, has set up 15 training centres 

run by Chinese technicians to teach cotton planting and farming techniques to locals in 

Madagascar. Likewise in Malawi, the China-Africa Cotton Company manages an agricultural 

technology demonstration centre tasked with showing local farmers how to improve the 

productivity of their crops, for example through improved field management (Calabrese, 

2018). Further in Ethiopia, one of the world-leading women’s shoemakers Huajian Group 

(Huajian) which opened a factory in Ethiopia in 2011, sends 100 Ethiopian workers every year 

to China for a 6-month management training (UNDP China, China Development Bank & the 

School of Economics, University, 2017). China’s Huawei also contributes to training and skills 

development in Nigeria’s telecom sector via multiple routes: internal employee training 

activities; training for clients and partners; and training programs in partnership with the 

Nigerian government (Agbebi, 2019). 

 

A diversified Chinese SOE called AVIC has set up technical and vocational training 

programs in six African countries to develop the skills needed not only for its own subsidiaries 

but also for other Chinese companies (Sun et al., 2017). In Gabon, for example, AVIC has set 

up training programs focused on machinery, electronics, aeronautical maintenance, and 

other skills for the country’s petroleum and timber industries. According to a McKinsey report, 
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the company also helped launch the Africa Tech Challenge, a competition aimed at building 

technical skills such as machining and mobile app development. Initially focused on Kenya, 

the contest now also covers Ghana, Uganda, and Zambia (Sun et al., 2017). The winners 

receive cash rewards and an offer for full-time employment with AVIC. Some companies 

include training and study in China as part of their workforce skills development. 

In Kenya, some workers have gained skills at the technical and managerial level via on-

the-job training in Chinese firms and managed to leverage those skills to start their own 

business (Calabrese, 2018). According to Nyantakyi et al.  (2019), in Ghana, Chinese and other 

foreign enterprises contribute positively to local skills development through the provision of 

both short-term general training and long-term specific training to locally hired workers than 

local enterprises. And the likelihood of receiving training, especially short-term general 

training, is higher for local employees working in Chinese enterprises than their peers working 

in indigenous and other foreign enterprises. If we take Eastern Industrial Zone (EIZ) in Ethiopia 

as a case study, Chinese companies recruit many more Ethiopians than Chinese expatriates, 

with a workforce localization rate between 80 and 99 percent, and sixty-one percent of 

surveyed workers reported having received employer-sponsored training (Fei, 2018). 

 

Conclusion and Implications 

Sri Lanka has a distinct locational advantage, which could support Sri Lanka to develop 

as a key maritime logistics centre in the Indian Ocean. However, the global logistics industry 

is evolving rapidly, therefore, the Sri Lankan workforce in the logistics sector needs to be able 

to adapt and have the right skills and training to compete. However, this study indicates that 

Sri Lanka lacks efficient logistics services and qualified professionals in the logistics field and 

the education system also does not cater to the rising needs. Though there are no studies 

done in the maritime logistics sector to identify the exact skills gaps in Sri Lanka’s maritime 

logistics sector.   

Further findings of this study also show that BRI supports bringing new technology and 

knowledge to the host countries and facilitate HRD. As China has accumulated useful 

expertise and experience in the maritime logistics sector, China can collaborate with Sri Lanka 

in HRD. Yet, no studies show the benefits and implications of HRD in Sri Lanka’s maritime 

logistics sector. 
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In looking over the results and the questions raised in this study, the authors 

recommend future work in this area. Hence, we recommend that 

• What are the skills gaps in Sri Lanka’s maritime logistics sector? 

• What are the implications of China’s BRI in HRD in the maritime logistics sector? 

• What policy level changes are needed to enhance the benefits of BRI in HRD in the 

maritime logistics sector? 
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Abstract 
 

In recent years, the business community has been increasingly aware of the 
green lifestyle and adopted various environmental management strategies. In 
this sense, organisations need to incorporate environmental and social elements 
alongside financial and economic concerns. Thus, organisations require strong 
leadership and concrete process. The objective of this paper is to analyse, 
through a review of the empirical literatures on the pro-environmental behaviors 
(PEB) in the workplace by addressing the green practices and paternalistic 
leadership (PL) style. In order to achieve this aim, the paper has reviewed past 
studies on the PL, PEB and green human resource management (GHRM) from 
the secondary sources which includes high impact journals as well as cited 
journals. The outcome of this paper hopefully will provide more literatures that 
focus on PEB at workplace. 

 
Keywords: Paternalistic leadership, pro-environmental behaviour, GHRM. 
 

Introduction 

 Business activities whether in the small and medium enterprise (SMEs) or 

corporations will give impact on the ecosphere. This suggests the important for businesses 

and organizations to give their concerns on the pro-environmental behaviors (PEB) in order 

to reduce the negative environmental impact from their ignorance on the important of green 

practices. In addition, a proper management and control strategy (Petros et al., 2007), as well 

as the leaders play an essential role to facilitate changes and innovations in maintaining 

competitive advantages in a challenging business environment (Pradeep and Prabhu, 2011).  

Previous studies agreed that a clear link exists between human resources management 

(HRM) and employee performance. Additionally, literature also suggested that organisations 

must give attention to environmental and social factors alongside financial and economic 

factors to achieve success in the corporate community and attain competitive advantage 

(Govindarajulu and Daily, 2004; Daily et al., 2007). The successful implementation requires 

robust leadership and firm process (Glavas et al., 2010) because the leaders should prioritise 

sustainability to incorporate green practices into the organisation’s corporate strategy. 

https://www.tandfonline.com/doi/full/10.1080/23311975.2015.1030817?src=recsys
https://www.tandfonline.com/doi/full/10.1080/23311975.2015.1030817?src=recsys
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However, most practitioners within the human resources (HR) environment give less 

attention to this topic (Wirtenberg, et al., 2007). Thus, this paper aims to identify past 

research that discuss the effects of organisational factors that are leadership and GHRM on 

PEB. 

Malaysia is said to have poor environmental performance according to the Global 

Environmental Performance Index (EPI), where it is ranked as the 25th in 2012, 51st in 2014 

and recently 68th in 2020 (Wendling et al., 2020). EPI is measured according to its categories 

of environmental health and ecosystem vitality, which the 100% score is the best. In Malaysia, 

the lowest score was contributed by ecosystem vitality which one of the components is 

pollution emission,41% (Environmental Performance Index, 2020). This percentage brings the 

individual component to the rank of 134 over 180 countries. The source of pollution emission 

may come from improper waste disposal (Abdel-Shafey & Mansour, 2018). For example, 

Sungai Kim Kim in Johor, Malaysia, was polluted with toxic waste in 2019 (The Star, 2019). The 

incident occurred due to irresponsible companies who dumped their waste unethically. Such 

incidents can be prevented if going green awareness is practised. The GHRM practices allow 

employees to be trained appropriately on toxic waste management in an environmental-

friendly way without harming other creatures (Mandip, 2012). This is the reason why it is 

important to study about PEB and green practices at the workplace, which to educate and 

raise awareness among individual in promoting green practices and PEB to minimize  air 

pollution and waste management (Neo et al., 2016). 

Based on past research, many have suggested that role models will give impact to pro-

social behaviour (Brown et al., 2005). Additionally, Paillé and Boiral (2013) supported that 

environmental leadership and green policies effectively promote PEB among employees, 

while Graves et al. (2013) suggested that managers with highly transformational leadership 

can increase employees’ motivation to engage in PEB and vice versa. However, the association 

between GHRM and PL is not well-established in the past literature. Hence, the authors 

decided to investigate the role of GHRM as a moderator in the relationship between PL and 

employee environmental performance in the PEB context. 

 

Pro Environmental Behavior at Workplace 

Pro-environmental behavior (PEB) is considered as one of the approaches that can be 

taken by organizations in order to reduce their adverse ecological impact. This is because PEB 

https://www.tandfonline.com/doi/full/10.1080/23311975.2015.1030817?src=recsys


The Joint Conference of AHRD-ARACD 2021 

 

689  

which also known as personal actions by the individuals and with the supports from their 

organizations can help to improve the environment (Blankenberg & Alhusen, 2018). 

Employees are considered agents of implementing organizational change regarding green 

initiatives and policies in many aspects (Dumont et al., 2017) because improving 

environmental sustainability and its success are dependent on employees’ PEB (Saeed et al., 

2019).  

Employees PEB can be categorized into five (Fatoki, 2019). These include (1) Conserving. 

This focuses on behaviors that preserve resources and avoid waste (i.e. recycling). (2) 

Avoiding harms: This includes behaviours that reduce or mitigate the damage to the 

environment (i.e. pollution prevention). (3) Transforming: This focuses on changing and 

adapting to sustainable behaviour (i.e. buying green products, renewable energy) (4) 

Influencing others: This focuses on social behaviours that support sustainability (i.e. 

motivation, training, incentives) (5). Taking initiative: This involves behaviors that do not 

support the status quo (i.e. lobbying, activism)  

Prior studies have empirically suggested that the ability to perform work in 

environmentally conscious behaviour is important, thus it is becoming crucial for 

organizations to develop such behaviour among their employees (Afsar et al., 2018; 

Chaudhary, 2019; Cheema et al., 2019; Fawehinmi et al., 2020).  Further, other literatures 

have pointed that some of the benefits for organization which practice PEB, (Fatoki, 2019) 

their employees will (i) promote and enhance natural environment which will help a long-

term survival of the world. (ii) give positive impact to financial implications in terms of 

reducing costs and improve financial, environmental and social performance. However, the 

evidence on how, why and when employees adopt these behaviours is still undiscovered or 

remains inconclusive (Dumont et al., 2017; Saeed et al., 2019; Fawehinmi et al., 2020). 

Based on this literature, therefore, the organizations shall put their effort and attention 

on the importance of PEB and their roles in green practices. Moreover, it drives the authors’ 

motivation to explore on PEB determinants which is also the aim of this research.  

 

The Role of Paternalistic Leadership and GHRM and In Promoting PEB 

 The authors have interest to investigate further on paternalistic leadership as it has 

proven to have impact on organizational behaviour and organizational commitment (Unler & 

Kilic, 2019; Dedahanov, 2019; Nazir et al, 2020). Although research on paternalistic leadership 
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has increasingly become popular within the past two decades (Pellegrini & Scandura, 2008), 

there are limited knowledge on its effect to pro environmental behaviour at workplace. 

Literature suggested paternalistic leadership as “a style that combines strong discipline and 

authority with fatherly benevolence” (Farh & Cheng, 2000).  This has been argued by Max 

Weber (1947) about the limitation of this paternalistic system, which it is focused to 

obedience to the leader by virtue of his or her status, and closed to elementary types of 

traditional domination.  However, studies from the Asia opposed Weber’s purely 

authoritarian view and argued that paternalistic managers provide support, protection, and 

care to their subordinates (Redding et al.,1994).  

Paternalistic leaders shield their workers and take charge of them by participating in 

their individual lives and embracing a collectivist society. Employees in China, Pakistan, India, 

Turkey, the United States, Mexico, and Japan support paternalistic strategies (Uhl- Bien, 

Tierney, Graen, & Wakabayashi, 1990; Aycan et al., 2000). In addition to Malaysia, research 

from Turkey suggests that paternalistic leadership may be an effective management tool in 

the Middle Eastern business context (Pellegrini & Scandura, 2006). This is because, Malaysia 

has a strong collective culture, and “obligation and loyalty” in personal exchange 

relationships fits well with the dynamics of paternalistic relationships. This is agreed by 

Gelfand et. al., (2007) who based on their studies pointed that paternalistic leadership has a 

positive impact on employees’ attitudes in collectivistic cultures because the care, support, 

and protection provided by paternalistic leaders can address employees’ need for frequent 

contact and close personal relationships.  

Although Farh and Cheng (2000) conceptualized paternalistic leadership with three 

elements: authoritarianism, benevolence and moral leadership, but the question how the 

three components of paternalistic leadership style affect organizational innovation remained 

unanswered so far (Bojun et al., (2019). To fill this gap, there is the need to conduct a study 

on the effect of the three elements of paternalistic leadership on PEB, which also one parts 

of organization’s innovation. 

  The reviews of literature further suggested that organizations can utilize HRM 

to effectively deliver and implement  environment friendly policies because it has the ability 

to measure and influence employee environment‐related behavior, attitudes, knowledge, 

and motivation (Guziana & Dobers, 2013; Jabbour et al.,  2013). In fact, past literatures 

have also given their concerns on the effects of environmental management activities from 
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HRM practices which can enhance its  alignment with environmental management 

(Jabbour et al., 2013). Globally, the respect for the atmosphere drives businesses to adopt 

ecological HRM activities, namely climate management dimensions of HRM, to encourage 

sustainable occupational actions among workers (Renwick et al., 2013). Renwick et al. (2013) 

defined GHRM as HRM activities that produce positive environmental results.  

Past studies underlined GHRM as a new approach based on various aspects such as the 

development of the environmentally friendly working conditions and creation of a green 

workforce (Bombiak et al., 2018).  GHRM officially established and implemented policies and 

practices can directly influence employee behavior, guiding company personnel to engage in 

pro-environmental behavior (PEB) at work. 

 

Conclusion and Future Direction 

The review of literatures suggests that there are a great number of publications and 

studies which focus on individual PEB. However, there is still a need for researcher to explore 

more about PEB determinants from both organizational and individual factor as its 

importance has been widely discussed among previous scholars such as Jabbour et al. (2015), 

Renwick et al. (2016) and Pham et al. (2019).They have recommended and empirically 

examined theoretical models that propose a direct linkage between numerous HRM core 

functions and employee green behaviour in the workplace, but they believed PEB has 

potential to be affected by GHRM as it plays a role to save organizational resources, and 

achieve corporate sustainability. 

The outcomes from the reviews have helped us to understand and summarize that it is 

very significant to manage environmental issues through the promotion of behavioral 

changes. This is because behavioral of the employees if managed properly or systematically 

planned, executed and assessed can be powerful to prolong the organization sustainability. 

In sum, four major issues are important. Firstly, the pro environmental behavior need to be 

managed. Secondly, the major factors that potentially can influence the environmental 

behavior should be well-examined, for example, in this paper, it is focused on the role of 

paternalistic leadership. Thirdly, the interventions of mediator need to be identified so that 

they can be promoted well to the individual and might be applied to alter the related 

behaviours and their determinants, for example, GHRM. 

https://www.tandfonline.com/doi/full/10.1080/09640568.2020.1814708
https://www.tandfonline.com/doi/full/10.1080/09640568.2020.1814708
https://www.tandfonline.com/doi/full/10.1080/09640568.2020.1814708
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Abstract 
 

Career competencies are the core competencies towards career success. 
However, public services in Malaysia are perceived to have an over-centralized 
system that limits their career development. This study aims to identify the gender 
differences in socio-demographic factors of career competencies in Malaysian 
public managers. This study is a cross-sectional study design involving 120 
Administrative and Diplomatic Officer from the Public Service Department 
Malaysia. Data were collected using reliable and validated Career Competencies 
Questionnaire. Spearman's rank-order correlation analysis showed no significant 
association between socio-demographic and career competencies of male 
respondents. However, there are significant correlations between motivation 
reflection with marital status and employment grade, and work explorations with 
education level in female respondents. Future studies should extend the 
discussion on Malaysian public services intervention to increase the equity of 
career competencies and to reduce the gender gap in career success. 

 
Keywords: Career competencies, Malaysian Public Manager, gender differences, socio-

demographic   
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Abstract 
 

Vocational and skill is an alternative competency for people with disability. In 
nature, people with disability have to compete to place themselves in the 
mainstream world. The Ministry of Education through various Malaysia 
Development Plans has developed four fully residential vocational schools for 
special educational students to prepare them for a future in Technical and 
Vocational Education and Training. The schools provide cohesive skills training 
and prepare them for a workforce. However, issues regarding job mismatch have 
been revolving and causes graduates from vocational school struggling to get a 
job match to their skills. The impact of inclusiveness at the workplace can 
promote to a better well-being for people with disability. This article attempts 
to understand the reasons behind job-mismatch among people with disability. 
Therefore, the objective of this study is to explore job-matching in skill-based 
employment among vocational special education secondary school leavers. 

 
Keywords: Employability, inclusive, job matching, special educational needs, TVET 
 

Introduction 

According to the Disability Inclusion and Accountability Framework, The World Bank 

Group reported that 15 percent out of more than a billion persons globally are estimated to 

have disability (World Bank Group, 2018) and the numbers will keep on increase the years to 

come (ILO & OECD, 2018). Adding on to that, it is said that globally, “only one in ten persons 

with disabilities is able to find work in the open market” (The Straits Times News, 2017). 

Sustainable Development Goal (SDG) 8: "Promote sustained, inclusive and sustainable 

economic growth, full and productive employment and decent work for all” is targeted to be 

completed 2030 aiming to provide a productive employment and decent work for all women 

and men, including for young people and persons with disabilities, and equal pay for 

everyone. The issue that has been rooted is that employers generally do not believe that 

persons with disabilities can work and they have the stigma that most persons with disability, 

especially women, lack the skills to gain employment (Osukwu, 2019). 
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 Human capital development is a critical agenda and enabler for driving and sustaining 

Malaysia’s economic growth. The effect from the development attracts investors to Malaysia 

and enable everyone to participate in and enjoy the benefits of economic growth (Economic 

Planning Unit, 2015). The demographic of the labor market for an advanced country is based 

on matching between demand and supplies as well as the efficiency of the market support 

system. However, the employment rates of persons with disabilities are substantially lower 

than the rates for persons without disabilities in developed and developing countries. 

Therefore, by looking at the numbers, the Malaysian Government through Eleventh Malaysia 

Plan pledge to create more job opportunities that require highly skilled workers. The focus is 

to fulfill the supplies for an industrial workforce to maintain the economic growth.  

 The Technical and Vocational Education and Training (TVET) is a modern agenda with 

vision towards industry-led programmes and producing skilled and talented workers. The 

Government of Malaysia has initiated a comprehensive Pelan Tindakan Orang Kurang Upaya 

(PTOKU) 2016-2020 with ten strategic shifts to empower PWD (Kementerian Pembangunan 

Wanita, Keluarga dan Masyarakat, 2016). To support the international agenda, Malaysia has 

been focusing on the development of TVET at all levels including introducing more courses 

for school children. The Ministry of Education (MOE) Malaysia under the supervision of the 

Special Education Division has introduced a fully residential vocational school that offered 

various vocational courses where National Occupational Skills Standard (NOSS) was specially 

curated for special educational needs (SEN) children. In vocational schools that offered skill 

training, the MOE has decided to employ NOSS as an outline for vocational schools. NOSS is 

piled with essential competencies required by a skilled worker in a particular field (Yusof et 

al., 2014). Vocational schools for disabled students was developed to provide basic skills for 

selected SEN so they can have a specific skill as a basic before they join the workforce. As of 

today, MOE Malaysia has four Vocational Special Education Secondary Schools or known as 

Sekolah Menengah Pendidikan Khas Vokasional (SMPKV) with 870 SEN students recorded in 

the system in 2020 (Special Education Division, 2020). 

 However, study by Izam et al., (2019) shows that the employability level among 

graduated SEN students from SMPKV Indahpura is at moderate level. Job matching is referred 

to the degree of which an individual's knowledge, preferences, and specific skills meets the 

job requirements and demands (Bhat, 2014). Therefore, the objective of this study is to 
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understand job matching in skill-based employment among SEN who graduated from 

vocational special education secondary schools. 

 

Literature Review 

Provision of Vocational Education for Special Educational Needs Students 

 The National Education Development Plan (2006 – 2010) has placed several strategies 

that include providing vocational education for students with special needs. In general, SEN 

students have difficulties in academic learning especially when it comes to formal national 

education when they have to compete with mainstream students. However, vocational 

education is an alternative for this group of students where it can provide more skills training 

and less academic. It is hoped that SEN students graduating from vocational schools can lead 

to opportunities to become skilled workers and enhance their quality of living so they can 

contribute to national development. 

 In order to do so, MOE through Malaysia Plan (RMK) has developed four fully 

residential vocational schools for SEN namely SMPKV Shah Alam, Selangor in RMK-5, SMPKV 

Indahpura, Johor in RMK-8, SMPKV Kuantan, Pahang and SMPKV Merbok, Kedah in RMK-9. 

Through vocational schools for students with disabilities, SEN are no longer having to hide 

their disabilities in order to penetrate to mainstream vocational schools and they also can 

learn vocational syllabus based on their own pace and their abilities. For SEN students who 

attends a vocational education in a vocational special education secondary school may be 

extended for a further period of one year (Attorney General Chambers of Malaysia, 2013). 

Therefore, they have a sufficient time to complete their courses and learn as much skills as 

possible before completing their vocational training. Vocational school for SEN provides same 

vocational courses just like other vocational schools. SEN students can learn and increase their 

opportunities gain access to technical and vocational education. The curriculum developed 

for vocational education in a secondary vocational special education secondary school are 

suitable for all categories of special needs. 

 

 Statistically in 2014, 70% of SEN students graduated from the vocational institution 

had got the jobs (Yusof et al., 2014). However, according to the statistics of employment and 

labor force published by the Ministry of Human Resource (MOHR), there are only five learning 

disabilities people had placed themselves in the public sector which also the lowest 
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percentage among other disabilities. Adding on to the statistics, the Department of Statistics 

Malaysia stated that as of January 2019, there are 515,600 people in which 3.3% as compared 

to 728,100 unemployed in July 2021, which is 4.5% (Main Statistics Labor Force Malaysia, 

2021). This situation is very much depressing for everyone as the pandemic of Covid19 has 

contributed to the spike numbers of unemployed labor force in Malaysia which includes PWD. 

PWD's are not given the opportunity according to their skills but rather any job that they can 

fit in. Therefore, it is the high time for PWDs to acquire the recent market‐relevant job skills 

to be able to place themselves in the market (Kwan, 2019). 

 

The Employment Cycle 

 Bonaccio et al. (2020) has introduced the employment cycle which considers every 

factor that influences the employer to hire a person with disabilities. The model was built on 

the assumption that employer and employee relationship begin when both parties have the 

same mutual demand and supply socialization and active recruitment. There are four stages 

in the cycle covering pre-recruitment, promotion and termination including concern on 

recruitment and organizational attraction, employee selection, social integration and 

management performances. Overall, industry players required to provide accommodation 

and basic training before hiring PWD's. Somehow, this investment will benefited both parties 

and boost productivity, promotes commitment, reduce the rate of turnover, and have 

positive effects on all co-workers’ attitudes (Bonaccio et al., 2020). 

 

Recruitment and Organizational Attraction Concerns 

 The pre-employment phase is considering the numbers of supplies and the 

qualification of the candidates. Besides that, the number of jobs opening which match PWD 

abilities is important to ensure they are suitable to do the job. At this phase the issues within 

the people with disabilities is to expose themselves to those that have disabilities. At most of 

the time, the types of disability are invisible and cannot be seen physically. The fact that these 

groups of people still have the stigma of fear to expose their disabilities to the public is one 

of the factors that they withdraw to immerse themselves in mainstream workforce. In some 

cases, they choose to remain discreet because they are afraid that their disabilities will 

jeopardize their careers should they disclose themselves (Santuzzi et al., 2014). The workers 

try as hard as possible to hide their disabilities and this has caused their managers or worse 
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their employee unaware of the actual number of workers with disabilities in their applicant 

pools. Besides that, lack of knowledge on disability-related issues has put so many 

implications for employers to provide job openings that are suitable with the types of 

disabilities or perhaps their abilities. 

 
 

 
Figure 1. The employment cycle and employers’ concerns 

about people with disabilities 
Source: The Participation of People with Disabilities in The Workplace          

Across The Employment Cycle : Employer Concerns and Research 
Evidence (Bonaccio et al., 2020) 

 
Employee Selection Concern 

 Despite the challenges of competing with normal people in the workforce, another 

factor that causes PWD's are less interested joining the mainstream job openings is the 

qualification's requirements from the industry. Although they have sufficient training and 

skills gained from schools and college, somehow the criteria required by the employer is way 

much higher than what they have.  Rutkowski et al. (2006) and Yusof et al. (2014) stated that 

graduates from vocational schools have higher chances to be hired as compared to their peers 

in the mainstream. However, courses offered in vocational special education secondary 

schools are very limited and they themselves are competing among each other to have their 

spot in the workforce. Although the government with many industrial players have been 
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working together to create more job opportunities for PWD's, the rate of hiring is still low 

(Yusof et al., 2014) and concerning the pool of unemployed skilled PWD's in the community. 

Looking from the employee perspective, part of them really want to prove the opportunity 

for PWD's. However, there are barriers among PWD's that has been draw back for them such 

as (a) mental illness factors, (b) social exclusion and stigma, (c) work identity crisis, (d) non-

accommodative environment, and (e) socioeconomic status (Ebuenyi et al., 2019).  

 

Social Integration Concerns 

 For many PWDs, work is key to economic freedom, health and well-being and sense 

of acceptance in the community. Even though jobs for this population were mostly provided 

in segregated settings like occupational therapy or sheltered workshops (Galer, 2014; Kocman 

et al., 2018), employment for PWD is not only economically important, but it also helps to 

improve their financial and reduce gaps to their rights in employability, self-worth and 

inclusiveness as well as respect. Therefore, the main key factor for the well-being of PWD's is 

integration and eliminating segregation. Workplaces could be the place to start by adapting 

the spirit of inclusion environment and buddy system for all staff. Soon or later it will be much 

easier for everyone to facilitate employment for people with disabilities (Kaletta et al., 2012). 

Adopting an inclusion environment requires all workers to be considerate and responsible to 

each other. It is proven that inclusion among PWD and other workers is imperative to create 

a positive environment workplace from the aspect of social, cultural and workers well-being 

(Saidi et al., 2018; Yamatani et al., 2015). Inclusion allows co-workers to expose themself with 

PWD and at the same time this will create an awareness to have more disabled people to join 

the industry. 

 

Performance Management Concerns 

 Ideally, employees should hire a disable person who is qualified and able to deliver 

within their limitations caused by disability on an individual case-by-case basis (Toritsyn & 

Kabir, 2013). However, hiring PWD has a lot of positive benefits from economic and social 

aspects. Employers showed a greater concern to hire a disabled person during the 

recruitment phase rather than during the placement and accommodation stages. The reason 

behind it is that when employers provide reasonable accommodation based on their needs, 

the staff can become less disabled (Kwan, 2019). All staff including disabled workers are 
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required to develop good work habits. Although they have been accommodated with some 

changes, they have to show encouraging performances. The fears are not more likely to injure 

disable workers or others than those without disabilities. Furthermore, employees with 

disabilities are more exposed to injuries working in hazardous work environments that is 

unsafe environment around them (Breslin et al., 2018). Indeed, it is becoming increasingly 

clear that workplace accommodations provided by employers can effectively support PWD's 

in maintaining workplace safety (Anand & Sevak, 2017). 

 

Methods 

This study employs a qualitative method with two qualitative research designs which is 

literature review and descriptive survey review using field research methods through 

interviews. Researcher had approached four counsellors and three class teachers from 

SMPKV and got their feedback on employability among school leavers from their respective 

schools. Semi-structured interviews were conducted to obtain more in-depth input (Kallio et 

al., 2016). All four counsellors were the one who administers and keep-track of alumni 

employability details which were provided by the class teacher and they have been selected 

as sample based on purposeful sampling. Thematic analysis was used to analyze the data.  

 
Table 1: Participants’ demographic information 

 
Researcher have taken consideration on ethical issues such as confidentiality of the data and 

anonymity of participants. Therefore, safety and confidentiality of the respondents are 

protected at all time. All respondents are given nicknames to represent them in writing and 

encoding in this article. Respondents also clearly understood that they are free to withdraw 

from this study at any time without giving any explanation. 

 

Findings and Discussion 

Participant Sex Post 

S1 Female Counsellor 
S2 Female Counsellor 
S3 Female Counsellor 
S4 Male Counsellor 
S5 Female Class Teacher 
S6 Female Class Teacher 
S7 Male Class Teacher 
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 SEN students who graduate from the vocational school will receive the Malaysian Skills 

Certificate (SKM) issued by Department Skill Development. The certification is recognized by 

the industry in Malaysia and its produced fully trained skilled workers. Besides that, the 

certificate provides a career path and self-development as well as producing trained skill 

workers that are highly demanded in the local and international market. However, a major 

issue that has been rooted among SEN is lack of focus at work and poor job matching (Seva, 

2020). Job matching among SMPKV school leavers has been a long unsolved issue. The 

ministry through SMPKV have prepared various courses match to current demand and offered 

the spot to the most eligible and suitable students based on interview conducted. However, 

the issue is still revolving and has become a lost for the country and current market. Parents 

have a trust issue and let their insecurities stops their children future. Two to three years of 

training in SMPKV should have given SEN enough time to be prepared to face the real world 

and be in the workforce just like their peers.  

 

 The process of employment involves matching the demand to supply available in the 

market or in other words finding the potential employees with suitable job vacancies. The 

study of the employability among vocational school leavers was first carried out by Yusof et 

al., (2014) found that vocational special education secondary school leavers did not work in 

the areas of specialization that they have acquired in school. The employability rate of these 

graduates reaches 70% but sadly most of them were not hired based on the skill they have 

learned in vocational school. Students with disabilities have the freedom to choose a job 

based on their qualification, however it should be noted that the vocational schools aim to 

prepare students with specific skill so they can find jobs that match their skills, abilities and 

their capacity in the workforce. It is proven that a person who has a job matches their skills 

shows a better performance at work (Bhat, 2014). Employers on the other hand often have 

pessimistic views about the ability to work among SEN and cause lower participation rates 

and underemployment of persons with disabilities (Bonaccio et al., 2020). Public Service 

Department Malaysia, Social Welfare Department and many other local government agencies 

has been working together towards assisting PWD to find job that is matching to their ability 

and skill as well as conduct a counselling sessions to find the job that match to them (Hazlin 

Falina et al., 2015).  
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Access to Vocational Special Education Secondary Schools 

 Every year Special Education Division received a huge number of applications from 

SEN to join SMPKV. These students were first selected by their teacher and they will sit for an 

entry exam to ensure that they are able to master basic knowledge of writing, reading and 

calculating. This process is to ensure the students who is entitle to join SMPKV is mentally and 

physically suitable with the course offered and should able to complete their SKM in two or 

maximum of three years. Once they completed their studies in SMPKV, they will soon receive 

a SKM issued by Department Skill Development which will allow them to work in their 

respective fields of expertise. 

 

 "... Majority of the school leavers did not work based on their qualifications. They 

 join vocational school because they want to be in vocational schools only..." 

(S1, Counsellor) 

 "... Vocational schools were meant for a highly function students who can manage 

 themselves and be able to be independent. However, these students are SEN, hence 

 they need someone to explain to them what they want to do in their future..." 

(S2, Counsellor) 

 

 "... When it comes to socialization, these students are no different from mainstream 

 students. Even though they are all SEN, the way they think just like their peers. They 

 want to join fully residential schools and stay away from their parents..." 

(S4, Counsellor) 

 

 "... They applied to vocational schools because either their former teacher or parents 

 want then to pursue in vocational. They themselves do not know what vocational 

 schools can offer them at the first place..." 

(S5, Class Teacher) 

 

 “.… I found that SEN wants to be in vocational schools because of they want to be 

 free from home. At most of the time, they applied because their teacher asked them 

to  or their parents want them to have vocational certificate..." 

(S6, Class Teacher) 
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Job Mismatch 

 Every year, more than 300 SEN graduated with SKM from vocational schools 

throughout Malaysia. However most of the job opportunity offered by the industry player 

are not match with the skills learned in vocational school (Yusof et al., 2014). This has 

become a big lost for the market as their skill trained in vocational schools are not be able to 

come into practice in the workforce. 

 

 “… Most of the students they did not work based on their qualifications. Either they 

 just stay at home and not working or work on their own like doing online businesses 

 or help their parents. Most of them loves to work with food chain company like 

 McDonald's and KFC..." 

(S1, Counsellor) 

 

 “… The highest demand in application was desktop publishing, but the job offer in the 

 market was very limited. Most of the job offered in the work force is from food and 

 beverages line. However, intake for that course is limited. So, these students end up 

 working in food and beverages line or just stay with their parents... " 

 (S5, Class Teacher) 

 

 "... I can say 80% out of my ex-students did not work match with their SKM or 

 perhaps not working at all ..." 

 (S3, Counsellor) 

 

 "... Most of students graduated from motorcycle servicing and maintenance, food 

 preparation and production and ladies’ dressmaking will easily get job based on their 

 respective qualification. However, the rest of them usually struggling to find a proper 

 job..." 

 (S2, Counsellor) 
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Parents as Main Supporter 

 All parents want to see their children success in everything that they do and at the 

same time parent also can be the biggest enemy for these children in pursuing their dreams. 

Parents tends to hold a fear that their children were unable to cope with new working 

environment and the experiences because of their behavioural issues (Ibrahim et al., 2021). 

Parents should have a different perspective as their child has successfully completed a 

vocational training in a fully residential schools that allows them to be independent and 

equipped with vocational skills. Without support and trust from parents, their child will 

forever be an ordinary PWD. 

 

 "... Most of them just stay at home and not working. Parents don't have trust to let 

 their child to go out and work and be independent..." 

 (S7, Class Teacher) 

 

 "... Some of the job match with their qualification, but the job is far from their house. 

 Parents reluctant to let their children to travel far or to move out from their house to 

 work..." 

 (S3, Counsellor) 

 

 "...Parents are really looking into extra facilities provided by the employer such as 

 hostel and transport. They afraid that their child might get lost or kidnap somewhere 

 in-between. There is a student graduated in 2017, his parents only let him to work 

 in 2021. It takes times for parents to have trust and confident in their child to live 

 independently..." 

 (S4, Counsellor) 

 

Employer Awareness 

 PWD among the least group of people to get hired in an industry (Hazlin Falina et al., 

2015). Previous studies have shown that employers often have negative attitudes towards 

PWD which makes it difficult for them to get job opportunities (McDonnall et al., 2015; Saidi 

et al., 2018). However, the reality of hiring PWD's is not totally a responsibility to help them, 

but rather because of the existing policies that require industry to hire and retain workers 
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with disabilities (Araten-Bergman, 2016). The perception towards hiring PWD should have 

been diverted to outcome based rather than focusing more on their disability and the 

perception of risk. 

 

 "... Feedback from industry player saying that these students are highly skill but they 

 need an artificial environment to ensure that they can work at their best..." 

(S2, Counsellor) 

 

 "... Employer loves our students. They are among the most loyal, determined and 

 focus when they are at work..." 

 (S7, Class Teacher) 

 

 "... Employer have difficulties in accommodating PWD. Most of them required hostels 

 or transport to go to work..." 

  (S5, Counsellor) 

 

 "... I have a student, he is doing motorcycle servicing and maintenance. He had his 

 practical in a workshop at his hometown. Once he completed his study, the owner of 

 the workshop hires him as a mechanic at his workshop. He said that this student is 

 very loyal and punctual..." 

(S5, Class Teacher) 

 

 However, we do understand that despite skills learned in vocational schools, PWD are 

easily exposed to health issues and difficulties adapting with the surrounding environment. 

Health problems may cause them to fail to remember simple instructions, unable to perform 

complex instructions, unable to master the basic reading, writing and counting skills, lack of 

communication skills and more which will affect the level of employability among PWDs (Izam 

et al. 2019). 

 

Conclusion and Implications 

 SDG 1 aims to end poverty in all its forms everywhere and the way to overcome the 

issue is to create more jobs and increase the employment for all. For PWD, in order to place 
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themselves in the mainstream workforce, they have to work an extra mile and give their best 

to impress the employer. Therefore, employer can play a role by investing reasonable 

accommodation to provide access to PWD in the workforce and at the same time this could 

change their life tremendously. The idea of adopting inclusion in industry is a great decision 

to include more PWD in the market, however huge changes have to be made in order to 

accommodate PWD in a mainstream setting. Changes includes (a) accessibility, (b) flexible 

working hours, (c) customize work duties, (d) job restructuring, (e) different location of job, 

and (f) provision of equipment for a disabled person. The accommodations are intended to 

assist PWD by providing equal access and do not fundamentally alter the nature of the 

material or environment. However, on the positive side, employing PWD can improve a 

company’s corporate profile and customer perspective as well as can improve overall 

productivity among employees. On the other hand, parents nowadays should have a change 

in the way of seeing their child potential. Those kids are now an all grown up teenagers that 

is fully occupied with skills and able to be independent. They are now ready to go out and fill 

up the spots in the industry by using their own qualifications. Due to their behavioral issues 

and challenges in adapting with new environment the future of their child is wasted. Parents 

generally have a strong desire and hope that their children can be independent, however, 

they don’t have high expectations for this to happen. 

 Generally, vocational special education secondary school leavers should have given 

more attention in a workforce. In years to come, there will be more and more school leavers 

occupied with skill certificate as MOE keeps on expanding their intake and the market should 

be ready with the pool of candidates. The government has to ensure sufficient job vacancies 

so that these people are not wasted and unemployed. Therefore, the inclusive approach in 

the industry could help PWD to have a quality life and better economy. The only way to free 

from poverty and reduce the rate unemployment is to give the opportunity for us to blend in 

with PWD and take them as part of our community.  
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IMPLEMENTING STRATEGIES OF EXPANDED CORE CURRICULUM FOR EFFECTIVE 

ORIENTATION AND MOBILITY PRACTICES FROM PERSPECTIVES OF PARENTS AND 
TEACHERS OF VISUALLY IMPAIRED LEARNERS IN PAKISTAN 

 
Dr. Shazia Malik 

University of the Punjab, Lahore, Pakistan 
 
 
Abstract 
 

This paper aims to contribute with revised ECC (Expanded Core Curriculum) in 
relation to O&M (Orientation and Mobility) for VIL (Visually Impaired Learners) 
from the perspectives of parents and teachers in Pakistan. There are critical 
needs to obtain parents and teachers’ perspectives on implementing strategies 
for VIL’s ECC in relation to O&M. The researcher applied qualitative approach 
using semi-structured interviews with selected parents and teachers from two 
public secondary level institutes of the visually impaired learners in Lahore, 
Pakistan. Observations were also conducted with VIL O&M practices. The 
findings indicate that suggested strategies of the ECC in relation to O&M 
practices promote independent movement to VIL in their environment. Parents 
and teachers of VIL suggest that all the subcomponents of O&M practices to be 
included in their ECC to provide them independent movement. These 
implementing strategies are significant to be used by the teachers of VIL in ECC.  
 

Keywords: expanded core curriculum, orientation and mobility, visually impaired learners. 
 



 

 

 

 

 

Theme 10:  

Adult Education, 

Youth, and 

Community 

Development 
  



The Joint Conference of AHRD-ARACD 2021 

 

713  
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Abstract 
 

This study was designed to extend the planning model of retirement by including holistic 
dimensions into existence. In this regard, a conceptual model was developed as a 
foundation for the research framework, a model of retirement planning and 
preparation has been adapted all along with established theories related to retirement. 
In order to meet the objectives of the study, the data were among 283 employees in 
different government sector which are situated at the same location. This study 
provided a unique contribution to research by developing a framework for future 
research by combining empirically grounded findings together with theoretical 
explanation from the literature. Since most of the empirical evidence were from the 
developed countries and many research has been done on western individuals, this 
study has shown that there is a need to do in depth research and studies on retirement 
planning and preparation since the result of this current study has made significant 
different between empirical studies in developed and developing countries. 

 
Keywords: Retirement Planning and Preparation, Human Resource Development, knowledge, 

age group 
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ONLINE ASSISTIVE LEARNING SYSTEM AS ACTUAL BEHAVIORAL CONTROL IN A PLANNED 
BEHAVIOR FOR NURTURING ORGANIZATIONAL INNOVATION 
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Abstract 
 

Malaysia requires innovating talents in the ever-changing operating 
environment. Yet, many educated professionals have reservations to pursue 
higher education due to its unknown certainty to graduate. The authors 
conducted an experiment by applying the Theory of Planned Behavior (TPB) for 
Corporate Innovation with an assistive online learning system as an actual 
behavioral control. A total of 22 talents without PhD qualifications from one 
corporation participated in a 3-day workshop. The group produced 22(100%) 
innovation proposals with potential to create 8 patents and 16 copyrights if the 
proposals were implemented by the organization. This paper explains how the 
training module was guided by TPB enablers with the instructors playing the role 
in creating subjective and social norms to influence completing innovation 
proposal intention in the learning process. Results contribute to how 
organizations could inculcate PhD technical skills outside of university as part of 
their talent management strategy. 

 
Keywords: Theory of Planned Behavior, Adult Learners, Online Assistive Learning 

System, Actual Behavioral Control, PHD Technical Skills 
 

Introduction 
Malaysia requires innovative talents in the ever-changing operating environment. 

Employees are most aware about their limiting skills which Burton (2020) found among the 

factors that motivated talents to pursue a doctorate degree is to meet professional 

development needs. Yet, there are challenges among educated professionals for pursuing 

higher education due to its unknown certainty to graduate (Byers et al., 2014; Sogunro, 2014). 

However, two game changers came about in the 21st century: shocking 21st century survival 

skills for employability and the launching of the Malaysia Education Blueprint 2015-2025 

(Higher Education) (MEB(HE)) which pushed the education transformation agenda to meet 

future employability. 

 The 21st Century Skills Framework includes learning and innovation skills; 

information, media and technology skills; and life and career skills. The must-have skills are: 

1) critical thinking and problem solving, 2) creativity and innovation, and 3) communication 

and collaboration. The framework highlights the need for younger generations to achieve 
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critical thinking and problem-solving skills at much younger age, and a doctoral study entails 

such capabilities. 

The American Management Association (www.amanet.org, 2021) found four 

knowledge skills articulated by executives from world’s leading corporations. Firstly, critical 

thinking on knowing “how to break through and separate the opportunity from the glut.” 

Secondly, creativity on “how to break out of established patterns and look for the 

unexpected.” Thirdly, collaboration on the “ability to thrive in a team setting while 

demonstrating tact, reason, and persuasion” critical to the management success. Fourthly, 

communication or the ability to express “quality written and oral communication” for 

someone else to understand in order to take action.  

The second game changer is the launching of the MEB(HE) 2015-2025 by the Ministry 

of Higher Education Malaysia. Five shifts have been identified prominent to set the future of 

Malaysia’s higher education when MEB(HE) 2015-2025 was overlaid over the National Higher 

Education Strategic Plan (2007-2020). Three shifts are geared forward in producing graduates 

who are: 1) holistic, entrepreneurial, and balanced graduates by widening access and 

increasing equity; 2) have talent excellence by improving the quality of teaching and learning; 

and 3) produce a nation of lifelong learners through enculturation of lifelong learning. The 

MEB(HE) 2015-2025 expects PhD holders to be 60,000 by 2023.  

However, in current COVID19 pandemic situation, the economic revival concerns are 

prioritized compared to pursuing higher degrees in universities. Yet, companies need 

innovative talents to ensure sustainability. The World Economic Forum (2020) reports on the 

prospect and preparation of future jobs based on the labour market outlook and forecasted 

market evolution. The report also spelt out how public and private sectors could develop 

pathways towards reviving respective national labour markets. The strategy through the 

MEB(HE) 2021-2025 was aligned towards developing talents with skills of the future. This 

study posits if proper support is given, organizations can turn inwards to their own talents to 

innovate from within. Hence, the aim of this study is to determine whether employers could 

inculcate PhD technical skills outside of university as part of their talent management 

strategy.  

 

 

 

http://www.amanet.org/
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Literature Review 

Zenger (2020) found that CEOs from Asia placed innovation among the top five issues 

for leadership. Among the leadership behaviors found driving innovation includes having a 

joint vision with their colleagues, having built trust, willingness to constantly challenge the 

status quo, and having deep expertise in their innovation ideas. Hence, any talent wanting to 

innovate would require certain behavioral changes by that individual talent besides having 

deep expertise in their innovation ideas—a route that would enable the deep expertise 

training is undergoing the PhD study process. Assuming that a PhD process is an innovation 

process where a student must create new knowledge to obtain his PhD degree, the best PhD 

trainer would be someone who had gone through that “innovation process” and deemed 

successful to mentor others. Herewith, universities provide qualified supervisors to guide 

students through the doctoral process.  

 In theorizing the phenomenon, the study follows Bandura’s (1977) Social Learning 

Theory (SLT) where observing, modelling, and imitating the behaviors, attitudes, and 

emotional reactions of certain role model during a learning process are critical. The closest 

role models for graduate students are their supervisors and notwithstanding, includes all the 

learned professors, lecturers and peers who are present on universities’ campuses. 

Unfortunately, the innovation candidates would lack creative experiences inside their 

organizations if their organizations have not experienced any innovation process before nor 

lacking supervising managers who could act as innovation facilitators.  There is one drawback 

of the SLT since the environmental and cognitive factors requires interaction to influence 

human learning and behavior (McLeod, 2019), the targeted behavior may be unsustainable if 

the stimuli is no longer present. 

 The influential factors from the environment such as peers or availability of technical 

support together with the supervisor would encourage learning to happen to a graduate 

student. This interaction between the environment and cognitive factors would eventually 

build up the individual’s ability to work towards demonstrating competencies in preparing 

and defending a substantial written and oral thesis for examinations. Hence, a respectable 

“Role Model” supervisor (Koch & Binnewies, 2014) can help create and nurture the necessary 

social normative environment. In the case of an adult learner, a role model could be used to 

make targeted behavioral changes in order to meet the learning intention. However, the 
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intention to complete the targeted goal must remain long enough for completing a PhD thesis 

for a graduate student, or completing an innovation proposal for a corporate talent. 

 Patel and Frey (2008) defined innovation as creating new value and/or capturing value 

in new ways. However, to integrate innovation into practice, they found organizations must 

have a reason to change, must relate to tangible results especially in helping create a better 

future, and requires structured approach in getting to the targeted results. Many 

organizations neglected the innovation pillar because it was harder to achieve. Based on SLT, 

this current study assumes that when an external consultant who had initiated the innovation 

process left the organization, corporate talents would return to their original status quo. Koch 

and Binnewies (2014) explain that employees prefer segregation of supervisory role when 

they are not at their workplace because they felt exhausted after being under the supervision 

of their managers during the working hours. In view of this innovative behavior’s regression 

tendency, innovation coaches are recommended to find ways to sustain continuous presence 

in motivating the talents.  

 Unlike corporate organizations, the primary interactions between campus 

environment and individual cognitive factors would occur during the supervisor-student 

consultation sessions while the secondary interactions would occur during interactions with 

other doctoral students and academic staff on campus or within the same research group 

(Zaheer & Munir, 2020). It is during these interactions that students learn to formalize clear 

problem identification, sound theoretical foundation, rigorous research methodology 

process, validated intellectual analyses, and competency demonstration in writing and 

verbatim of newfound knowledge contribution. Hence, the campus environment enables 

students to sustain their innovative behavior when they are within the proximity.  

 Bandura (1977) had identified four mediational processes which the student 

observers could process cognitively: attention, retention, reproduction, and motivation. 

Attention requires students to pay attention to instructor’s scholarly behaviour and its 

consequences to form a mental representation of that behaviour. Retention ensures 

instructor’s behavior is remembered and imitated accordingly. Reproduction of student’s 

learned behavior happens when they were given appropriate assignments. Motivation would 

fall on the instructor to reinforce the rewards and punishments to the students. However, 

Bandura’s (1977) SLT is limited in terms of predicting continuous self-learning behavior among 

adult learners. Perhaps, it is possible to transfer a human role model and activities into a 
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virtual presence thereby can prolong the intention to complete an innovation proposal. 

Hence, this study hypothesizes that:  

  

H1 =  Adult learners will perform as a potential PhD candidate when they are in an 

environment that enabled them having perceptive behavioral control in 

performing as a PhD scholar.  

H2 =  Using the structure online assistive learning system, talents could complete the 

innovation ideation proposal with less supervisory support. 

  

Unfortunately, Orellana’s (2016) study found many students perceive the role of the 

supervisor as someone who is expected to create quality relationships, provide direction and 

guidance, illustrate mastery of the field, and organize their complex journey. Thus, when the 

role model is away, students tend to fall back on prior behaviorism similar to Koch and 

Binnewies’s (2014) outcomes between supervisors and employees. Ajzen’s (1985; 1991) 

Theory of Planned Behaviour (TPB) had been successful in predicting and explaining the wide 

range of unhealthy behaviors such as smoking and drinking (Kan & Fabrigar, 2017). This study 

proposes similar approach to keep up the stimulation in managing learning doctoral technical 

skill to meet completion of innovation proposal intention.  

TPB espouses personal attitudes and personality traits, social norms and values, and 

the environmental conditions surrounding a person as factors for predicting human 

behaviors. A behavioral achievement is dependent upon the individual’s motivation (or 

intention) and the person’s ability for controlling the targeted behavior (Ajzen, 1985). The TPB 

stood out since it could support structured steps towards reaching a goal—a scientific 

element critical for pursuing PhD studies. Similarly, a systematic approach is required for 

preparing an innovation proposal when the adult learner is not studying on campus or being 

away from any supervisor. 

This study posits that simply having an innovation study proposal but, without the 

necessary intellectual technicalities would cause adult learners continuously relying on their 

“supervisors” for intellectual decisions. Hence, it is the ability of the student to initiate 

continuous intellectual progress is the most challenging aspect of innovating internally within 

organizations. The three beliefs—behavioral (attitude and behavioral intention), normative 

(subjective and social norms), and control (perceived power and perceived behavioral control 



The Joint Conference of AHRD-ARACD 2021 

 

719  

(PCB))—could control adult learners’ learning behavior when they possessed all the necessary 

constructs collectively. Based on TPB’s constructs, the study provided examples related to the 

case of educated professionals. They are: 

  

1. Attitude – refers to the degree to which the individual has favorable or unfavorable 

evaluation of the behavior of interest (such as, wanting to complete an innovation 

study proposal quickly and/or wanting to get a promotion).  

2. Behavioral intention – refers to the motivational factors that influence an individual 

to perform as instructed a given behaviour (such as, the adult learner can complete 

an innovation proposal by learning the techniques to read and write critically).  

3. Subjective norms – refers to the individual’s belief that the instructor (if in a guided 

course) or professional peers would approve or not approve of the behavior.  

4. Social norms – refers to customary codes of behaviors in a group or people or larger 

cultural context (for many Malays, they are trained not to question their elders and 

more so their teachers lest they become disrespectful of the “leadership”).  

5. Perceived power – refers to the perceived presence of factors that may facilitate or 

impede performance of a behavior (such as most adult learners are matured educated 

professionals who would be embarrassed if they admitted they do not understand in 

front of their peers, younger peers or subordinates during the exercise). 

6. PCB – refers to an adult learner’s perception of the ease of difficulty of performing the 

behavior of interest (such as knowing a simpler approach to create a new theory which 

the adult learner can manage easily).  

  

The first five constructs were fundamental constructs for the Theory of Reasoned Action 

(Fishbein & Ajzen, 1975) while the added sixth construct extended the theory into becoming 

the Theory of Planned Behavior (Ajzen, 1985; Ajzen, 1991). The approach to the enablers can 

be adjusted to suit the targeted training context, i.e., in this current study was utilized towards 

completing an innovation proposal. To do so, the talents must first behave like PhD 

candidates. Figure 1 illustrates the potential role of instructional templates in the online 

assistive learning system as the actual behavioral control is in Ajzen’s TPB Model. According 

to Lin et al. (2021), the role of the actual behavioral control is important in influencing the 
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PCB. The following section elaborates how the TPB enablers were operationalized to allow 

non-doctoral talents to behave and think like a PhD scholar, where: 

  

H2 = A structured online assistive learning system could provide the actual behavior 

control that influences the adult learners’ PCB as a PhD candidate thus 

strengthening their intent to complete their innovation proposals.  

  

 

Figure 1: Role of Online Assistive Learning System in Providing Actual Behavioral Control 
for Influencing the PCB towards Learning Doctoral Technical Skills for Completing an 

Innovation Proposal in a TPB Model for Corporate Talents  
Source: Adapted from Ajzen, 1985 

 

 

Methods 

This experimental study determines whether the chosen assistive online learning 

system could influence the perceived behavior control to guide potential talents to create an 

innovation proposal. Components of the experiment are: 
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Hypotheses  

H1 =  Adult learners will perform as a potential PhD candidate when they are in an 

environment that enabled them having perceptive behavioral control in 

performing as a PhD scholar. The dependent variable is “number of talents 

willing to pursue further studies.” 

H2 =  Using the structured online assistive learning system, talents could complete 

the innovation ideation proposal with less supervisory support. 

H3= The structured online assistive learning system provides the actual behavior 

control that influences the adult learners’ PCB as a PhD candidate thus 

strengthening their intent to complete their innovation proposals. The 

dependent variable is “number of potential intellectual assets.” 

Figure 2 shows the hypotheses related to the proposed EAGLE Navigator as the 

actual behavioral control. Controlling all the six TBP enablers in the training, the three 

hypotheses represented the influence of the actual behavior control towards the 

completion of innovation proposal intention. 

 

 

 

Figure 2: Hypotheses related to the Actual Behavioral Control in the form of an Online 
Assistive Learning System for Influencing the PCB towards Learning Doctoral Technical 

Skills for Completing an Innovation Proposal in a TPB Model for Corporate Talents 
Source: Adapted from Ajzen (1985) 

  

Participants 

24 talents senior managers from a corporate organization attended the Innovation 

Workshop away from the corporate office. Two talents had to leave the workshop early due 

to death in their families that left 22 talents completing the whole training programme. 
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Variables 

The dependent variables are “Number of talents willing to pursue higher degree” and 

“Number of Potential Intellectual Properties” while the independent variable is the “Number 

of Completed Innovation Proposals.”  

 

Instrumentation and Materials 

There are three critical aspects in setting up the experiment. Firstly, is the Assistive 

Online Learning System; secondly, is the contextual environment that would enable learning 

to happen; and thirdly, is the scholarly role model to create the subjective and social norms 

during the learning session.  

 An Assistive Online Learning System called the EAGLE Navigator developed by Ibrahim 

et al. (2020) was selected as a tool in preparing the innovation proposals. It had embedded 

all the regular assistive learning templates from a research methodology course at Universiti 

Putra Malaysia to produce the EAGLE Research Design Framework Table (EAGLE Table). The 

online system integrates the intellectual decision processes related to problem identification, 

research question set up, sequencing the sub research questions and research objectives, 

selection of inquiry strategies, identifying expected results, and determining expected 

knowledge creation (Ibrahim, 2011 & 2020). Each talent was tasked to produce an EAGLE 

Table and its related abstract.  

The contextual environment was created by applying the TPB enablers for driving 

innovation ideation. Figure 1 shows the venue where application of the six constructs 

representing the TPB Enablers—attitude, behavioral intention, subjective norms, social 

norms, perceived power, and PCB—are applied by the instructor during the learning session. 

For attitude construct, the instructor and one assistant guided the participants in setting their 

aims for innovating ideation. For behavioral transformation, the instructor reminded 

participants continuously to acquire PhD technical and knowledge skill so they could complete 

their innovation proposals. For subjective norms, the instructor became the Role Model for 

imitation by the participants and for social norms, the instructor demonstrated the learned 

social norms as a scholar and encouraging participants to emulate the scholarly behavior. For 



The Joint Conference of AHRD-ARACD 2021 

 

723  

perceived power, the instructor encouraged dissolution of perceived power by demonstrating 

and encouraging the same for participants. For the final PCB, the instructor demonstrated the 

use of simple tools and techniques of the EAGLE Navigator throughout the course and building 

up the PhD technical skills development. Table 1 presents how the six constructs became 

enablers when applied by the instructor. 

  

  

 

Figure 3. The training contextual environment where talents could work  
individually or in collaboration before finalizing their ideation data  

into the online assistive learning system.  
Source: (Authors) 
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Table 1. Enablers for TPB for Driving Innovation Ideation 

Construct 
  

Application of Enablers 
  

Instructor: 

1=Attitude Guiding participants in setting their aim for innovating ideation 

2=Behavioral 
intention 

Reminding participants continuously to acquire PhD technical and 
knowledge skill so they could complete their innovation proposals 

3=Subjective 
norms 

Becoming the Role Model for imitation 

4=Social norms Demonstrating the learned social norms as a Stanford scholar, and 
encouraging participants to emulate the scholarly behavior 

5=Perceived 
power 

Encouraging dissolution of perceived power by demonstrating and 
encouraging the same for participants 

6=PCB Demonstrating the use of simple tools and techniques throughout the 
course and build confidence in participants through assignments to 
facilitate PhD technical skills development 

 

The third aspect is the scholar role model played by the instructor and her assistant 

for creating the targeted learning environment. In supporting the TPB model, a role model 

was created in the form of a scholar who would speak, listen, response, and comment like an 

academic person. As a scholarly role model, the instructor would demonstrate the learned 

social norms and create a learning environment where participants had been informed to 

respond with reciprocal behavior.  

  

Experimental Procedure 

A Pre-Experimental Design involving One-Group Pre-Test-Post-Test Design was used 

in this study (Creswell, 2018). Pre-test measure involved asking whether any of the talents 

had prepared any PhD proposals before. The result was nil, hence no one had the experience 

to innovate an ideation proposal before. A three full-day training workshop was planned away 

from the corporation’s headquarters. The management of the corporate organization 

instructed all chosen talents to attend due to the need to propose new innovations that could 

support the sustainability of the organization’s existence. The innovation training chosen by 

the management was the basic EAGLE Fundamentals for Innovative Research Workshop 
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(Ibrahim, 2015). The main goal was to create as many potential intellectual assets the 

organization could leverage in future strategic agricultural knowledge economy. The first 

author was lead instructor and she had one assistant. All training assignments were 

documented by the talent using an assistive online learning system. Access to the system was 

via their personal laptops they brought to the workshop. For each module, the instructor 

would give a short conceptual briefing on what needs to be done before the talents were 

allowed to continue working on their laptops. At the end of the training, the talents were 

required to submit printouts of their EAGLE Table, proposed a budget for their proposed 

innovation project, did short pitching to the management and declared whether they were 

interested to pursue a part-time PhD study while they are working in their daily jobs. 

  

Data Analysis 

A qualitative analysis was conducted on the collected samples submitted by the 

talents at the end of the workshop and tabulated as empirical results. The EAGLE Table has a 

total of 27 data cells that require participants to make intellectual decisions before filling one 

cell at a time. The sequence of filling up the data cells was guided by instructions in the EAGLE 

Navigator. If 100% of the required PhD data cells were inputted well by a talent, then the 

innovation study proposal is deemed completed and counted as one. Otherwise, the total 

number of cells filled will be divided by 27 to give its score.  

After the workshop, the first author evaluated each printed EAGLE Table to identify 

the type of intellectual property (IP) each talent could create if the innovation study were 

funded and undertaken later. The evaluation was performed based on the first author’s 

decade long experience as lead inventor to 22 IPs and as an active member of the university’s 

intellectual property evaluation committee. If the final expected output of the EAGLE Table 

stated a technology-based prototype will be produced or a potential new technological 

process will be created, then the EAGLE Table will be counted as one “Patent” as its potential 

intellectual property (IP). If the final expected outputs indicated guidelines or IT-supported 

applications, then it will be assigned “Copyrights.” It is also possible to have more than one 

potential IP for one EAGLE Table such when a technology prototype can have technical 

drawings or new software applications to run the new technology. Considerations for 

industrial design, trademark or trade secret were omitted from the evaluation process. 
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The final question, i.e., whether the talent is ready for taking up innovation within the 

organization, the score of “1” was given to a talent who had pitched his or her innovation 

proposal in front of the group and concluded with an expression whether he or she desired 

to pursue formal studies for solving the organization’s industry problems.  

 

Findings and Discussion 

Analyses of the results found the group of 22 talents had produced 22(100%) 

completed innovation ideation proposals. 16(64%) talents had informed the top management 

during the final pitching session of their willingness to pursue higher education with the 

innovation proposals they had developed during the training. Participants were successfully 

working as “PhD candidates” throughout the training course. This confidence in pursuing the 

actual PhD degree goal reflects how the actual behavioral control mechanism in the form of 

the assistive online learning system had influenced the intention to complete the innovation 

proposal even after the training ended. The result supported hypothesis H1 where adult 

learners could perform as potential PhD candidates when they were in an environment that 

enabled them having perceptive behavioral control in performing as a PhD scholar.   

Despite not having any PhD qualifications, the use of the structured online assistive 

learning system as an intervention helped talents to complete the innovation ideation 

proposal equivalent to a PhD study proposal. 22 innovation proposals were completed by 22 

talents. Hypothesis H2 is supported. Regarding hypothesis H3, results indicated the 22 

completed innovation proposals could produce 24 potential intellectual properties if the 

organization would support the talents and provide them appropriate budget. From these 

proposals, there were 8 potential patents for new technology or process creations, and 16 

potential copyrights for software applications for effective operations and new procedural 

guidelines. The structured online assistive learning system was deemed successful in 

providing the actual behavior control that had influenced the adult learners’ PCB as a PhD 

candidate who could innovate for their organization.  

An unexpected outcome of the training was the proposals and pitching presentations 

would be used by the talents to prepare their departmental budgets in the following week. 

The study’s team was not informed about such intent until the training was in its second day. 

Everyone was relieved and pleased that they were able to strategically plan actual 

comprehensive proposals they believed could help the organization improve its profitability 
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in the future. Their innovation proposals had turned into their departmental propositions for 

the top management to consider where appropriate budgets were requested for a two- or 

three-year period. 

The above results indicated both hypotheses were positively supported. Lin et al. 

(2021) indicated such outcomes should be expected since the PCB is important in promoting 

completing innovation proposal intention hence encouraging the need for a talent to undergo 

behavioral change to perform as a scholar-inventor. Likewise, Sheeran et al. (2010) revealed 

that intentions were more strongly predicted by PCB than a combination of attitudes and 

subjective norms as shown in Figure 1. Additional post-survey results also indicated 100% 

talents’ agreement with Burton’s (2020) claim about the need to improve their skills in order 

to meet professional development needs for improving their working organization. 

 

Conclusion and Implications 

Using an assistive online learning system as the actual behavioral control—originally 

developed for graduate students—by talents for a corporate organization resulted in 

22(100%) talents able to complete an innovation proposal for a PhD level within a 3-day 

workshop. The talents were able to propose ideas for developing 24 potential intellectual 

assets from their innovation proposals. The structured intellectual capability training program 

that is supported by an online assistive learning system was successful to influence 16(64%) 

of the talents to pursue higher education while they are employed by the corporation.  Based 

on the results, this study concludes that the EAGLE Fundamentals for Innovative Proposals 

training modules in the form of the EAGLE Navigator Online System was successful to get the 

talents complete their innovation proposals even when they did not have any Doctoral 

qualification. The assisted online learning system was a successful application of an actual 

behavioral control that could influence talents of their PCB in completing the complex 

innovation proposals.  

The implications of the results are far reaching when employers could inculcate PhD 

technical skills outside of university as part of their talent management strategy. The results 

open the opportunity for corporate organizations to solve the organizations’ internal 

problems by either supporting their talents in pursuing higher education or without formally 

registering for a doctoral study. For the latter option, the study recommends the 

organizations to support in-house innovation process by ensuring applications of proper 
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scientific procedures and providing in-house training for inculcating an innovation culture 

from within the organization. Future studies include studying how best talent management 

could balance work commitments and internal innovation processes, and development of 

corporate schemes to support study-work commitment by talents who could contribute 

intellectual assets for the organizations.  
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Abstract 
 

As a part of the community, parents’ engagement in children’s education will 
create a better learning environment for the children. In this paper, the 
researchers focus on “parental involvement” through understanding parents’ 
point of view on the quality of outdoor environment of preschools. Parents’ 
opinions are critical to improve the quality of such facilities. Outdoor environment 
is beneficial for children’s development and outdoor play yards are always a 
favourite place for children. In this study, developmental needs are being assessed 
and evaluated using the Children’s Physical Environment Rating Scale (CPERS). The 
questionnaire survey involved 73 parents and 37% of them rated “Poor” quality 
for the outdoor play yards in their children’s current preschools. This finding 
provides valuable information for designers, operators and regulators to guide the 
development of a better-quality outdoor environment in preschools that would 
stimulate children’s development in the future. 

 
Keywords: parental involvement, outdoor play yard, quality, community development, early 

childhood education, preschool, learning environment 

Introduction 
Community development is one of the items addressed in the current 12th Malaysia 

Plan (12MP), while education is one of the vital elements to encourage community 

development (Green, 2018). Preschools play a pivotal role in modern societies (Nan et. al., 

2017) where kids spend up to four years for early childhood education (ECE) before going into 

primary education. Preschool also acts as the main part of children’s learning environment, 

as well as a place that allows children to grow up as part of a community (OECD, 2018). 

Participation in ECE is needed by community to enhance the community development. 

Parents are the primary persons to involve in all matters related to their children, especially 

in the children’s development and education. They have the right and responsibility to 

contribute their comments and suggestions on the quality of preschools. Their voices need to 

be heard and respected in order to create a better learning environment for their children. 

Whilst many studies associated community intervention as part of the influences on 

community development, this paper takes a different approach in discussing the effects on 

community development by highlighting the importance of learning environment on 
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children’s development and community development. In particular, this paper aims to 

highlight the parents’ point of view on the quality of the preschool outdoor play yards in Klang 

Valley Malaysia. It should be noted that the community underlined in this paper is focused on 

the preschool community where children and parents play a major role. 

 

Literature Review 
 
Preschool Community 

Green (2018) has proclaimed, “school as community, community as school”. Since 

education is one of the basic needs of a community, to encourage the community 

development, educational needs would be one of the important elements for community 

rebuilding (Green, 2018). Over the decades, the relationships between schools and 

communities has been studied (Green, 2018). The connections between the schools, parents 

and the communities are being established to get supports from the relevant parties. 

Rahmatullah et. al. (2020) mentions that the strong link between schools and communities is 

beneficial to the children’s academic, social and emotional development.  

Early childhood is the most crucial and rapid period of skill development in human life 

(Nan et al., 2017). Most of the advanced industrialized nations of the 21st century provide 

comprehensive early education programs for all their young children. ECE is an indispensable 

education for young children. As can be seen in many statistics showing the growing 

momentum on investing in ECE for the whole nation. According to World Bank EdStats (2021), 

there is an increase from 29% to 53% from 1990 to 2019 on the global enrolments in pre-

primary education, while the access to quality ECE has become one of the goals to be achieved 

in the whole world. That is the reason why preschool has become an important place for the 

children.  

The trend of establishing preschools in communities is becoming obvious in this 

century and preschool as a support to ECE is one of the important institutions for community 

development (Băneș et. al., 2015). Many studies have proven the advantages of community 

participating in the preschool system. To enhance the quality of preschools, it is necessary for 

them to have an intimate partnership with the community to develop the ECE learning system 

and environment.  
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Parental Involvement in ECE 

According to William Bennett (2012), family is the core of civilization and the basic 

social unit to form a community. Hence, parental involvement means better formal and 

informal connections between parents with the ECE (OECD, 2018). It is the fundamental rights 

and responsibilities of parents to get involved in their children’s education (OECD, 2018) and 

they should participate in any decision-making process related to their children. There are 

researchers who mentioned that the active parental engagements in ECE will enhance the 

quality of preschool (Sumarsono, et. al., 2016) and create greater impact to ensure that 

children are able to develop to their full potentials with enhanced achievements (OECD, 

2018). In this paper, the type of parental engagement is through volunteerism, where parents 

from diverse background volunteered to spend their time to observe the quality of preschool 

outdoor play yards in their community, so that their feedbacks will be taken into account to 

create a better learning environment for the children. 

 

Children’s Development  

Development is defined as the multidimensional transaction between children and 

their context influence environment (Andrew, et. al., 2019; Davies, 2011). Children’s 

development is a multidimensional construct. It refers to the changes that occur as a child 

grows and develops in relation to being physically healthy, mentally alert, emotionally sound, 

socially competent and ready to learn. The world of children will start opening up as they step 

into early childhood. The successful completion of developmental milestones in early 

childhood stage is very important to help the children reach their full potential for future 

success. Preschool has been proven to be a major factor to impact on a child’s development 

(Araujo et al., 2016).  

 A children’s development depends on the learning environment, as seen in many of 

the studies that have proven that the physical environment did influence children’s behaviour 

and development (Andrew, et. al., 2019; Shaari & Ahmad, 2016; Abbas et. al., 2009). In two 

separated journal articles, Inan (2009) and Biermeier (2015) both agree that learning 

environment is the third teacher right after parents and classroom teachers. In additional, 

Inan (2009) mentions that Greenman (1988) has stressed, “More than the physical space, it 

[an environment] indicates the way time is structured and the roles we are expected to play. 

It conditions how we feel, think, and behave; and it dramatically affects the quality of our 
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lives” (p.5). The physical environment with better quality architectonic design has been 

discovered to have positive development in children (Bava Mohidin, et. al., 2015; Abbas et 

al., 2009). By having a quality learning environment in preschool, eventually the quality of 

human capital can be achieved. Many theorists such as Bronfenbrenner and Albert Bandura 

agree that there is an unbreakable relational link between learning environment and 

children’s development.  

 

Theoretical Perspectives 

Bronfenbrenner’s Ecological Development Psychology is employed in this study 

because it has proven the relation between children’s development and the environment 

(Zamani, 2014). According to Bronfenbrenner’s theory, there are five main structures that 

represent children’s ecological environment. Zamani (2014) mentions that, Bronfenbrenner’s 

(1974) theory, start with the Microsystem, the most immediate and influential environment 

that has a direct contact with the developing child; followed by Mesosystem which is 

interconnected within the environment in Microsystem; next is Exosystem that shows the 

extension of the environment in Microsystem that will influence the developing child 

indirectly; then Macrosystem that represents the developing child’s existing society and 

cultures; while the last level is Chronosystem that shows the overall environmental changes 

over the developing child’s lifetime. These ecological environments explain the influences of 

individual’s development from Microsystem to Macrosystem. The environment must 

therefore be properly planned and designed to get the best results on children’s development 

and behaviour so that these children will learn to enhance their personal identity and social 

autonomy that could eventually support the community in the future (Băneș et. al., 2015). 

 Bandura’s Social Learning Cognitive Theory proposes a single internal principle 

comprising of three interacting elements: personal factors, behaviour, and the environment, 

to explain the dynamic and triadic reciprocal relation appeared in human behaviours (Nabavi, 

2012). Personal factors refer to the cognitive, knowledge and learned experiences, while 

environment refers to the external social contexts. Behaviour encompasses skills, practices 

and self-efficacy (Mohd Rasdi et. al., 2020) as stimuli to achieve goals. Aziz and Said (2015) 

mentions that cognitive learning begins when children start to play in the outdoor 

environment. However, it can also be seen that different outdoor environments will offer 
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different play behaviours in the children and different cognitive will be generated to trigger 

the affordance. Thus, a child’s development interacts tightly with the three influences. 

 

Preschools Learning Environment 

National Standard Preschool Curriculum (NSPC) is developed by the Curriculum 

Development Centre (CDC) of the Ministry of Education (MOE) with assistance from other 

agencies within the MOE, to become the central reference for all the preschools in Malaysia. 

The NSPC focuses on six core elements: physical development and aesthetics, humanities, 

communication, harmony, attitude and values, science and technology, and self-esteem 

(MOE, 2017).  Undeniable, outdoor learning has been promoted and emphasised in the 

Malaysian ECE while play-based pedagogies have also been integrated into the curriculum. 

Learning through play (LTP) then has become the main teaching and learning strategies as 

classroom teaching is no longer the main activities to be carried out anymore, and school 

recesses have now become indispensable in a school day (Vogt, et. al., 2018; UNICEF, 2018; 

Ramstetter et. al., 2010).  

Based on the NSPC 2017, preschool education should allocate at least 40 to 80 minutes 

per week for outdoor activities, the outdoor activities should be carried out every day outside 

the classroom, either in structured physical activities or free play. Therefore, outdoor play 

yard planning in preschools has been claimed to be as essential as indoor space planning to 

create a healthy living environment to the children to optimise physical and mental 

development needs (Kroeker, 2017; Moser et al., 2010). 

Experts have found that children need to have connection with outdoor and nature to 

optimise their skills development (Nedovic & Morrissey, 2013). Moreover, outdoor 

environments are more dynamic and hence provide more freedom of movement compared 

to indoor environments in allowing more opportunities for children to cultivate their abilities 

and behaviours (Aziz & Said, 2015; Zamani, 2014). Children are found to be able to have fun, 

spontaneous interactions, thus reduce stress in outdoor playground (Hu et. al., 2015). Well-

designed outdoor environments could encourage children to experience the joy of exploring 

with the possibility of increasing the chances of them constructing and solving problems that 

will enhance their senses and development skills to the maximum. 
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Methodology 

Quantitative research method is being employed in this paper to evaluate the quality 

of preschool outdoor play yards as seen by the parents, and the CPERS was adopted in the 

survey questionnaire. As NSPC is more focused on children’s physical development (MOE, 

2017), CPERS is therefore the most appropriate tool compared to other assessment tools in 

order to improve the accessibility for children to have quality early childhood development, 

care and pre-primary education to reflect the SDG #4. 

Children’s Physical Environment Rating Scale (CPERS) 

The methodology for this paper is adopted from previous studies by Shaari et al. 

(2017) on the assessment of preschool physical environments by using the CPERS. This 

assessment tool is based on the conceptual diagram of an early childhood centre designed by 

Moore (2012), and the assessment was subdivided into 4 parts: Part A: Planning; Part B: 

Building as A Whole; Part C: Children’s Indoor Space; Part D: Outdoor Areas. 

According to Nyabando (2019), CPERS is an assessment tool for evaluating school and 

classroom environment quality. This tool provides a scientifically reliable and valid 

assessment instrument to assess the quality of the physical environment of childcare, 

preschool, kindergarten, and other early childhood education facilities, that can be used easily 

by early childhood educators, architects, landscape architects, other designers, policy makers, 

and regulators. 

In this paper, the assessment used the survey method that is conducted in the form 

of questionnaires using Google Form. The independent variables of this study are the 

preschools that the participants enrolled their 3 to 6 years old children before the 

commencement of MCO period (18 March 2020), while the dependent variables follow the 

items and scores as listed in CPERS (Part D: Outdoor Areas, Subscale 13. Play Yards – 

Developmental Needs). 

Location 

In comparison, this study is distinctive as it focuses on the Klang Valley region of 

Malaysia. There are preschools in the study area and both urban and non-urban areas are 

evaluated and included in this study.  

Sample 

The parents who have children between the ages of 3 to 6 in preschool will be 

prioritised as selected target. The link for Google survey form for the questionnaire was 
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distributed randomly to the community via emails, social media and websites to avoid 

response biases. However, due to time constraint, the sample size achievable to join this 

survey for this study are 123 parents, which is 10% of confidence level. The respondents were 

randomly chosen, only 73 of the respondents met the criteria of the survey where they have 

children within the ages 3 to 6 and the children are currently enrolled in a preschool that has 

outdoor learning area. The respondents are asked to assess the quality of the current 

preschools where their children are studying based on the items in Part D, Subscale 13 of 

CPERS.  

All the items listed in Part D, Subscale 13 of CPERS are gathered and analysed using 

SPSS software. The scores to determine the quality of the preschool outdoor play yard are 

analysed statistically to find out the average quality from the parents’ point of view.  

 

Findings and Discussion 

The quality of preschool outdoor play yards is assessed in Part D, Subscale 13 of CPERS. 

There are four main items assessed and evaluated to analyse the quality of outdoor play 

yards: diversity, area size, typology of area for different play types, and gardens. Different 

scores define the different quality levels base on CPERS as follows:  

i. 3.01 – 4.00 = Excellent  

ii. 2.01 – 3.00 = Good  

iii. 1.01 – 2.00 = Fair  

iv. 0.00 – 1.00 = Poor  

The mean score of CPERS (Part D Subscale 13) on preschool outdoor play yard from 

respondents (N=73) is 1.476. This shows that the average quality of the preschool outdoor 

play yard is rated Fair. The minimum score rated by respondents in the survey is 0.13 while 

the maximum score is 4.0 as shown in Table 1. 

 

Table 1. Mean Score of CPERS (Part D Subscale 13)  
(Source: Author) 

Part D: Outdoor Areas N Min. Max. Mean Quality 

Subscale 13. Play Yards – Developmental Needs 73 0.13 4.00 1.476 Fair 
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Based on the survey, Table 2 shows that there are only 6.8% (N=5) who rated the 

quality of preschool outdoor play yard at Excellent level, 16.4% (N=12) rated Good, 39.7% 

(N=29) rated Fair, while the remaining 37% (N=27) rated it as Poor. 

 

Table 2. Distribution of Scores by Quality Levels  
(Source: Author) 

Part D Outdoor Areas Overall 

Excellent Good Fair Poor 

3.01-
4.00 

2.01-
3.00 

1.01-
2.00 

0.00-
1.00 

Subscale 13. Play Yards – 
Developmental Needs 

%   100 6.8 16.4 39.7 37.0 

N     73 5 12 29 27 

 

 

The mean scores of each item in CPERS (Part D Subscale 13) is listed in the Table 3. The 

mean scores reveal that the average quality of preschool outdoor play yards based on the 

ratings in item 13.1 to 13.8 are fair.  

 

Table 3. Mean Scores for Items in CPERS (Part D Subscale 13)  
(Source: Author) 

Part D: Outdoor Areas 
Subscale 13. Play Yards –  
Developmental Needs  
(N=73) 

Min. Max. Mean Quality 

13.1  The play yard provides enough diversity, such as a 
variety of surfaces for different types of play, to be 
interesting for children (e.g., grass, hard surfaces, 
sand, etc).  

0 4 1.64 Fair 

13.2  The play yard has both large and small areas for 
children to play.  

0 4 1.71 Fair 

13.3 The play yard has space for social and fantasy play 
(e.g., quiet areas away from physical play, cubby 
house, outdoor playhouse, storage for dress-up 
props, etc).  

0 4 1.55 Fair 

13.4 The play yard is smaller and has friendly feel (e.g., 
intimate character, natural elements, etc).  

0 4 1.56 Fair 

13.5 The play yard contains contours that are safe yet 
challenging enough for children to play on.  

0 4 1.68 Fair 

13.6 Secret or retreat places exist for a child to take time 
to be alone yet within sight of adults.  

0 4 1.26 Fair 

13.7 There is a garden that children help to maintain.  0 4 1.29 Fair 
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13.8 There is an identifiable area for outdoor water play 
(e.g., outdoor water table, tap, sprinklers, natural 
ponds, etc).  

0 4 1.11 Fair 

 

There are more than 50% of the parents who have rated the items listed in the CPERS 

Part D Subscale 13 with the score below 2 out of 0-4 scoring. Table 4 shows that there are 

only 4 out of 73 parents who have given full score for the outdoor play yard of their children’s 

current preschools, in terms of having sufficient diversity, consisting of both large and small 

areas, containing contour, garden, and water play area. 3 out of 73 parents rated full score 

for the smaller and friendlier areas, and also secret places or retreats. Moreover, 5 out of 73 

parents gave full score on the play yards that have spaces for social and fantasy play. 

 

Table 4. Details of Itemised Scores in CPERS (Part D Subscale 13) 
(Source: Author) 

 

Part D: Outdoor Areas 
Subscale 13. Play Yards – Developmental Needs 

 
Score 

% N 
 100 73 

13.1  The play yard provides enough diversity, such as a variety of surfaces for 
different types of play, to be interesting for children (e.g., grass, hard 
surfaces, sand, etc).  

Not 
Met 

0 19.2 14 

 1 23.3 17 
 2 37.0 27 
 3 1.1 11 

Fully 
Met 

4 5.5 4 

13.2  The play yard has both large and small areas for children to play.  Not 
Met 

0 12.3 9 

 1 28.8 21 
 2 39.7 29 
 3 13.7 10 

Fully 
Met 

4 5.5 4 

13.3 The play yard has space for social and fantasy play (e.g., quiet areas 
away from physical play, cubby house, outdoor playhouse, storage for 
dress-up props, etc).  

Not 
Met 

0 21.9 16 

 1 27.4 20 
 2 31.5 23 
 3 12.3 9 

Fully 
Met 

4 6.8 5 

13.4 The play yard is smaller and has friendly feel (e.g., intimate character, 
natural elements, etc).  

Not 
Met 

0 12.3 9 

 1 41.1 30 
 2 28.8 21 
 3 13.7 10 

Fully 
Met 

4 4.1 3 
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13.5 The play yard contains contours that are safe yet challenging enough for 
children to play on.  

Not 
Met 

0 15.1 11 

 1 28.8 21 
 2 34.2 25 
 3 16.4 12 

Fully 
Met 

4 5.5 4 

13.6 Secret or retreat places exist for a child to take time to be alone yet 
within sight of adults.  

Not 
Met 

0 34.2 25 
 

 1 28.8 21  
 2 17.8 13  
 3 15.1 11  
Fully 
Met 

4 4.1 3 

13.7 There is a garden that children help to maintain.  Not 
Met 

0 41.1 30 
 

 1 15.1 11  
 2 23.3 17  
 3 15.1 11  
Fully 
Met 

4 5.5 4 

13.8 There is an identifiable area for outdoor water play (e.g., outdoor water 
table, tap, sprinklers, natural ponds, etc).  

Not 
Met 

0 56.6 34 
 

 1 17.8 13  
 2 19.2 14  
 3 11.0 8  
Fully 
Met 

4 5.5 4 

 

This paper is based on parent’s opinions to assess the quality of preschool outdoor spaces. 

Parents are the guardians and primary educators of children, undeniable the participation of 

parents in the children’s life during the preschool period is very crucial since it will influence 

the children’s development (Shabas, 2016). Parents have actually well understood on the 

quality of preschool before enrolling their children (Malovic & Malovic, 2017). Through the 

survey, parents are able to provide information on the preschools where their children are 

enrolled into. Unfortunately, the average quality of the preschool outdoor play yards has 

been rated at Fair level. It is very disheartening that, 37% of the respondents rated the play 

yards Poor in quality.  

As illustrated, all the aspects have a garnered mean score of Fair. This shows that, the 

preschool outdoor play yards need immediate improvements. Play must be supported by the 

environment (Zosh et. al., 2017) and play serves as a connector to link both the environment 

and the children (Aziz & Said, 2015). Good play environments have qualities that permeate 
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with curiosity, challenges and amazements that stimulate the children’s development and 

creativity, while bad play environments hinder and restrict the children from exploring and 

learning (Frost & Sutterby, 2017). To maximise children’s participation in outdoor activities, 

and to support children’s learning and development, the outdoor play yard settings in 

preschools need to be properly planned (Bava Mohidin, et. al., 2015; Abbas et. al., 2009). 

In Malaysia, LTP has been adopted in the NPCS as part of the preschool curriculum in 

supporting the children’s learning and development. Pearly Lim et al. (2015) notes that, NPCS 

defines LTP as a structured approach providing opportunity for children to learn in a free, 

safe, enjoyable and meaningful environment. However, there are no design guidelines 

governing the planning framework in relation to outdoor learning space design for ECE. The 

only relevant guideline specified in the latest revised version of the Garis Panduan 

Perancangan dan Penubuhan Tadika dan Taska (2017) that allowed premises for preschools, 

is the provision of 538kp (50mp) gross floor area for outdoor space or playground for 

preschools with no extra information on the provisions of outdoor space supporting LTP.  

Nevertheless, Kalpogianni (2019) agrees with Bilton (2010, p. 75) who states that the 

quality of outdoor play yard in preschools is often neither considered by the architects, 

designers nor planning authorities, as equally important to the indoor space.  Kalpogianni 

(2019) also states the outdoor space will be viewed ‘as an afterthought or considered 

immaterial to children’s development’ (Bilton, 2010, p.75). The opportunities for children to 

have outdoor play is still very minimal although all the parties believe that outdoor play has 

long-lasting influence throughout our childhood years.  

It has been recommended in the Malaysia Active Healthy Kids Report Card (2016), that 

pre-schoolers should have 60 minutes of structured physical activities and a minimum of 60 

minutes unstructured physical activities per day. As children spend most of their time in 

preschool on weekdays, with three to four years in a preschool before going to primary 

education, preschools are playing a more pivotal role to encourage them to have physical 

activities to enhance their development through outdoor playtime. Therefore, a high-quality 

outdoor play yard is necessary to be included in preschools.  

Bava Mohidin, et. al. (2015) opined that the physical learning environment are highly 

relevant towards generating quality preschools. There are several empirical researches that 

have been conducted on the positive effects of the educational quality on the community 

(Green, 2018; Carroll & Scherer, 2008). Undeniable the learning environment does not just 

https://www.tandfonline.com/doi/full/10.1080/21594937.2019.1643979?scroll=top&needAccess=true
https://www.tandfonline.com/doi/full/10.1080/21594937.2019.1643979?scroll=top&needAccess=true
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directly affect a person but also to the community. Community development can therefore 

directly refers to human development (Inyang, 2020). Preschool serves as the foundation to 

provide personal formation to a person. Since LTP has become the focus in ECE, with a better 

outdoor play yard as physical learning environment, a child’s development can be enhanced 

to the maximum so that higher quality human capital development could be achieved. 

 

Conclusion 

In conclusion, it is of utmost importance to have parents’ opinions on the quality of 

the learning environment in ECE to ensure the proper upbringing of their children during the 

period of ECE to achieve the optimum behaviour and skill development.  

Outdoor environments are more dynamic as they provide more freedom of movement 

compared to indoor environments hence allowing more opportunities for children to develop 

their abilities and behaviours (Aziz & Said, 2015; Zamani, 2014). High-quality preschool 

outdoor play yards could significantly enhance children’s development, since they are able to 

have fun, spontaneous interaction and reduce stress (Hu et. al., 2015). By having well-

designed outdoor environment, children will have the joy of exploring and hence increasing 

the chances of constructing and solving problem that will able to enhance their senses and 

development skills to the maximum.  

In this study, the quality of preschool outdoor play yards is discussed and the results 

have shown that generally, parents have rated the quality of outdoor play yards in preschools 

to be “Fair”. These findings and the criteria listed in CPERS can guide designers, operators and 

regulators to develop better quality preschool outdoor play yard in the future. 

Indeed, it is important that quality human capital development is achieved to create a 

better community by providing quality learning environment starting from preschool to 

enhance a child’s development.  
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Abstract  
 

Despite a robust literature on youth mentoring, no known studies have been 
carried out that review the literature on mentoring program effectiveness 
measurement. This study attempts to address this gap by presenting initial 
findings of a review on the different ways that youth mentoring effectiveness 
has been conceptualized and subsequently measured. The review was guided 
by two main questions, 1) how has mentoring effectiveness been 
conceptualized, and 2) what are the measures used to assess youth mentoring 
program effectiveness? Selected databases (Scopus, Google Scholar, and Web 
of Science) were used as information searching resources. Thematic analysis 
was used to perform the review and synthesis of findings. The review resulted 
in four aims of mentoring effectiveness measures: mentoring functions; 
mentoring relationship quality; mentor-mentee matching, and mentee 
learning. The findings indicate that successful mentoring programs tend to be 
measured less in terms of outcomes and more on quality relationship dynamics 
between mentees and mentors.  

 
Keywords: Youth mentoring, youth development, mentoring measurement, literature review 
 

Introduction 

 Youth mentoring has become a core strategy that is embedded in youth development 

programs as well as in education, public health, workforce development, juvenile justice, child 

welfare, and other institutions (Garringer et al., 2017). As youth mentoring continues to 

proliferate, program quality measures are essential to assess program effectiveness. How 

mentoring effectiveness is conceptualized and measured plays a critical role in determining 

the value of mentoring programs for policy makers and practitioners.  

 This study attempts to address this gap by presenting initial findings of a review of the 

literature on the different ways that youth mentoring effectiveness has been conceptualized 

and subsequently measured. The review was guided by two main questions, 1) how has 

mentoring effectiveness been conceptualized by evaluators, and 2) what are the measures 

used to assess youth mentoring program effectiveness? In attempting to answer these 

questions, we conducted a thematic analysis of the mentoring measurement literature to 

thematize the ways in which mentoring has been measured. This resulted in four themes - 
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mentoring functions; mentoring relationship quality; mentor-mentee matching, and mentee 

learning. Under each theme of mentoring effectiveness, we provide an overview of the 

conceptual breadth of the located measures. We then include a more detailed tabular 

summary of all of the measures identified under each of the four areas. Ultimately, the review 

will be useful as a guide for program evaluators and practitioners with an interest in 

enhancing their mentoring practice. 

 

Theoretical base 

Youth mentoring refers to a mutual partnering relationship of learning between a more 

experienced mentor with a less experienced mentee to share experience, knowledge, and 

ideas for youth growth and development through self-discovery, and eventually, change 

(Cranwell-Ward et al., 2004; Dolan & Brady, 2012). Mentorship is therefore not a position, 

but a role in which anybody can fill as long as there is mutual sharing, and it meets certain 

qualities. A mentoring program is aimed at positive changes in youth that influence their 

behaviors in a healthy, prosocial manner (Rhodes et al., 2000). Change and learning are 

central facets and foundations of mentoring that aim to improve individual well-being by 

addressing problematic and/or developmental issues, leading to positive life-course changes. 

The aim is to ensure they can realize their potential through a relationship of learning where 

the expected outcomes are about change, based on the Theory of Change, which is an 

intervention that will contribute to early and immediate outcomes to help in social change 

(Mayne 2015; Serrat, 2017). The change process is governed by quality and longevity of the 

relationship between the young person and his or her mentor. It further involves enhancing 

youths’ social relationships and emotional well-being, improving cognitive skills through 

instruction and conversation, and promoting positive identity development through role 

models and advocates (Rhodes et al., 2006). The purpose of this review was to identify 

existing measures from the mentoring literature that can be used to determine the level of 

change in mentoring programs.  

 

Methodology 

 Thematic analysis was used to perform the review and synthesis of the findings. This 

approach is mainly described as a method for identifying, analysing and reporting patterns 

(themes) within data (Braun & Clarke, 2006). Selected databases (Scopus, Google Scholar, and 
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Web of Science) were used as information searching resources. Keywords were developed 

based on the research question and included: “youth mentoring”, “youth development”, 

“mentoring effectiveness “, “program evaluation “and “measurement”. To ensure 

completeness of the review, three different researchers conducted independent reviews of 

the literature using the keywords.  

 To identify measures used to assess mentoring effectiveness, we included peer-

reviewed academic journal articles, books, book chapters, and post-graduate students’ theses 

and non-peer-reviewed materials (accessible online) to get a universal reading of the 

mentoring measures available. English publications were selected, covering a period up until 

January 2021. Only those sources that reported the full content of the measures were 

included in the review. From our general scoping of the literature, we identified 74 

references, comprising 49 academic books or book chapters (22 book chapters and 27 books), 

23 academic journal articles, and two doctoral theses. From these materials, 38 were directly 

related to or used in measuring at least one component of youth mentoring.  

 

Results 

 The review resulted in four themes of mentoring effectiveness measures: mentoring 

functions; mentoring relationship quality; mentor-mentee matching, and mentee learning. 

Due to space limitations, the four themes are presented below along with a summary of 

selected measures. These four themes were based on the general flow of a mentoring 

programme beginning with defining the outcomes for the programme, outlining the 

relationship quality required for the programme, determining a compatible match between 

the mentor and mentee based on certain qualities, and finally, the practices that facilitate 

mentor-mentee learning. Details of the full list of measures (not exhaustive) are then 

presented in Table 1. Measures developed for both mentors and mentees were included in 

the review.  

 Mentoring Outcomes. Mentoring outcomes include the tasks, activities, and purpose 

of what mentoring is for and how it contributes to personal development. The current review 

produced five measures related to the outcomes of mentoring within organizational and 

educational contexts, including mentoring for the purpose of career support, psychosocial 

support and role modeling (Scandura & Ragins, 1993), leadership development (Bass & 

Avolio, 1997), affective well-being (Van Katwyk et al., 2000), and organizational commitment 



The Joint Conference of AHRD-ARACD 2021 

 

748  

(Allen & Meyer, 1990). In the context of education-based mentoring programs, the review 

identified measures of mentoring practices including counseling, endorsing activities, 

sponsoring, protecting, teaching, career help, providing challenging tasks, befriending and 

demonstrating skills (Alleman & Clarke, 2002). Other measures in educational mentoring 

settings include the effectiveness of mentoring on the relationship between mentors such as 

faculty, counselors, administrators and proteges (Cohen, 1993).  

 Mentoring Relationship Quality. Relationship quality is a key element of youth 

mentoring. Measures focusing on relationship quality assess mentoring effectiveness as a 

product of the perceived relationship between mentors and mentees. As the most populated 

dimension of youth mentoring measurement, the identified measures of mentor-mentee 

relationship quality range in their conception of relationship quality, including emotional and 

social support, nurturance, and strength of bond. Examples include: emotional relationship 

quality (Furman, 2000), closeness and dependency (Pianta & Steinberg, 1992), levels and 

types of support and satisfaction with relationship (Sarason et al., 1983), effectiveness of 

mentoring relationship quality that is based on a measure of the strength in the match 

between the mentor and mentee (Rhodes, et al., 2005), strength of bond between mentor 

and mentee (Campbell, 2007), positive and negative aspects of the mentor–youth 

relationship (Zand et al., 2009), and trust, warmth, closeness happiness, respect and 

supportive interactions in mentor-mentee relationships (DeWitt et al., 2006).  

Mentor-Mentee Matching. Match quality between mentor and mentee refers to the 

characteristics of mentor-mentee matching including compatibility, competence, and 

satisfaction of mentoring relationships (Karcher et al., 2005). Although related to relationship 

dynamics, matching is unique in its attempt to measure mentoring relationship structures, 

purpose and goal setting, and focus of the mentoring relationship (Harris & Nakkula, 2003). It 

also includes measures of external match quality, or the extent to which external factors 

influence the mentor-mentee relationship such as programmatic support, parental 

engagement, circumstances or logistics associated with match outings. Measures that have 

been employed in studies on mentor-mentee matching include the interrelatedness of match 

structure and match quality in youth mentoring relationships as well as assessing the 

mentees’ perception of time devoted to interactions.  

Mentee Learning Behavior. Mentee learning was found to be the most under-

represented theme resulting from the review, with only two measures. Mentee learning 
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behavior focuses on the contribution of mentoring to learning outcomes (Lee et al., 2016). In 

Lee et al., (2016), two scales were created for mentoring practices (reflecting, coaching, 

bonding, and facilitating/enabling) that are learning approaches employed in mentoring and 

learning outcomes (knowledge, attitude and skills). In their study on career goal success, 

Godshalk and Sosik (2003) employed four scales to measure Learning Goal Orientation (LGO), 

which aimed to measure competence development by choosing tasks that foster learning in 

the forms of fostering compatibility, supporting greater satisfaction with the mentoring 

relationship, increasing goal clarity, and enhancing mentee learning outcomes.  

 

Table 1. Summary of Measures for Youth Mentoring Programmes 
Theme  Sub-theme Sub-theme 

area  

Instrument/ 
Author 

Number of 
items/scales  

Mentoring 
Outcomes  

Leadership  Transformation
al Leadership 

Leadership 
development/ 
Chun et al., 2012  

• Mentoring 

Functions 

• 15-item measure  

(Scandura & Ragins, 
1993) 
• 6 items on 

Career Support 
• 5 items on 

psychosocial 
support 

• 4 items on role 
modeling 

• Transformational 

Leadership 

• 20-item 
Multifactor 
Leadership 
Questionnaire 

(MLQ-5X) (Bass & 

Avilio, 1997) 

• Affective Well-

being 

• 20-item Job-
Related Affective 
Well-being Scale 
(JAWS) (Van 

Katwyk et al., 

2000) 

• Organizational 

Commitment 

• 8-item Affective 
Organizational 
Commitment 
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(Allan & Meyer, 

1990)  
Student 
Mentoring 
Effectiveness  

Adult 
Mentoring 

Principles of Adult 
Mentoring Scales 
(PAMS)/Cohen, 1993  

• Behavioral 

Mentoring 

Functions 

• 55 items/5-point 
Likert scale 

• 6 facets of 

mentor’s role 

(relationship 

emphasis, 

information 

emphasis, 

facilitative focus, 

confrontive focus, 

mentor model, 
student vision) 

Relationshi
p Quality  

Program 
Effectiveness  

Mentor-youth 
relationship 

Quality of Mentor-youth 
relationship 
(DuBois & Karcher, 
2004) 

19 questions/ 
3 qualities 
• Youth-centered 

quality (5 items) 

• Youth emotional 

engagement (8 

items) 

• Youth 

dissatisfaction (6 
items)  

Quality of 
Mentoring 
Relationship  

Mentoring 
Relationship 
Quality (MRQ) 
• to assess 

quality of 

mentoring 

relationship 

Youth-Mentor 
Relationship 
Questionnaire 
(YMRQ)/Rhodes et al., 
2005  

15 items/ 
4 subscales 
• Not dissatisfied 

• Not happy 

• Trust not broken 

• Helped to cope 

  
  Mentor-Youth Alliance 

Scale (MYAS)/Zand et 
al., 2009  

5-items/2 factors 
• Caring 

• Acceptance    
Mentor Alliance Scale 
(MAS), Mentee version/ 
Cavell et al., 2009  

13 items/1 scale 
• Quality of 

mentoring alliance 

bond    
Mentor Alliance Scale 
(MAS), Mentor version/ 
Cavell et al., 2009  

13 items/1 scale 
• Quality of 

mentoring alliance 

bond    
Network of 
Relationships Inventory 
(NRI), Mentee 
version/Cavell et al., 
2009  

11 items/2 scales 
• Relationship 

support 

• Relationship 

conflict 
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Network of 
Relationships Inventory 
(NRI), Mentor 
version/Cavell et al., 
2009  

11 items/2 scales 
• Relationship 

Support 

• Relationship 
Conflict    

Youth Mentoring Survey 
(YMS), Mentee 
only/Harris & Nakkula, 
2003  

43 items/6 scales 
• 3 Internal match 

quality 

• Relational 

• Instrumental 

• Prescription 

• 3 Focuses 

• Fun 

• Sharing 
• Growth  

Relationship 
Effectiveness 

Program 
Effectiveness 

Effectiveness of 
Mentoring Relationship 
Quality/Morrow & 
Styles, 1995  

74 items/2 subscales 
• Emotional quality 

• Psychological 

proximity  
Properties of 
Mentoring 
Relationship 
Quality  

Emotional 
‘Bond’ 
• the 

bonding 

traits 
between 

mentor 

and child  

Global Mentoring 
Relationship Quality 
Scale  
(G-MeRQS)/ 
DeWitt et al., 2006  

5-item global traits of 
MRQ 
• Trusting 

relationship 

• Warm relationship 
• Close relationship 

• Happy 

relationship 

• Respectful 

relationship 

(3 response option: 
“not very true,” 
“Sometimes true.” 
and “Very true”)    

Quality of Mentoring 
Relationship 
Engagement Scale (Q-
MRES)/ 
DeWitt et al., 2006  

22 items on Child, and 
13 items on Mentor 
(3 response options: 
“not very true,” 
“Sometimes true” and 
“Very true”  

Psychometric 
Measures of 
Mentor and 
Mentee 
Relationship 
Qualities  

Strength of 
Relationship 
Scale  

Mentor Strength of 
Relationship Scale 
(MSoR)/Rhodes et al., 
2014  

14 items/ 
5 subscales 
• Connectedness 

• Frustration 

• Confidence 
• Closeness 

• Decision-making    
Youth Strength of 
Relationship Scale 
(YSoR) 
(Revised version of 
Relationship Quality 

10 items/ 
5 subscales 
• Closeness 

• Coping 

• Disappointment 
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Scale)/Rhodes et al., 
2014 

• Safety 

• Importance  
Social 
Support 
• the 

existence 

or 

availabilit

y of 

people 

on whom 

we can 

rely, 

people 
who let 

us know 

that they 

care 

about, 

value, 

and love 

us  

Levels of 
Support 

Social Support 
Questionnaire (SSQ)/ 
Sarason et al., 1983  

27 items 
• perceived social 

support 

• satisfaction with 

social support 

  
Relationship 
qualities 

Network of 
Relationships 
Inventory/Furman, 2000  

30 items 
• 10 qualities (7 

emotional 

provisions, 3 

relationship 

qualities)   
Student-
Teacher 
Relationship 

Student-Teacher 
Relationship Scale 
(STRS)/Pianta & 
Steinberg, 1992 

28 items 
• assess teachers’ 

perceptions on 

their relationship 

with a particular 

student with 
subscales on 

closeness and 

dependency    
• Rating Scale for 

School 

Adjustment/Smilans

ky & Shfatia, 1974; 

with 

• Teacher-Child 

Rating Scale 
(TCRS)/Hightower et 

al., 1986  

3 composite scales 
• academic 

functioning 

• social functioning 

• emotional 

functioning 

   
Social Provision Scale 
(SPS)/Cutrona & Russell, 
1987  

12 statements on: 
• attachment 

• social integration 

• reassurance 

• reliable alliance 
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• guidance 

• nurturance 

Mentor-
Mentee 
Matching  

Match 
Quality  

Match 
Characteristics 

Match Characteristics 
Questionnaire (MCQ)/ 
Harris & Nakkula, 2003 
• Mentor only  

66 items/15 scales 
• Internal match 

quality (7 scales) 

• Relational 

compatibility 

• Closeness 

• Risk-related 

competence 

• Not distant 

• Satisfaction 

• Non-academic 

support seeking 
• Academic support 

seeking 

• Purposes (5 

scales) 

• Fun/Hanging out 

• Sharing 

• Future outlook 

• Character 

• Education 

• External Match 
Quality (4 scales) 

environmental 

external qualities 

that are beyond 

participants’ 

control 

• Programmatic 

support 

• Parents’ or 

Guardians’ 
engagement and 

influence 

• Support networks 

• Logistical 

challenges 

Mentee 
Learning 

Learning 
Goal  

 
Learning Goal 
Orientation 
(LGO)/Godshalk & Sosik, 
2003 
• Mentoring as a goal-

focused process 

aimed toward 

increased 

knowledge and 

competency 

development, and 

to foster learning   

8-item scale 
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Mentoring 
practices to 
mentee 
learning 

Mentoring 
Practices 

Mentoring Practice 
scale/Lee et al., 2016 
 
 
 
 

Learning Outcomes 
scale/Lee et al., 2016 

4 scales/17 items 
• Reflecting (5 

items) 

• Coaching (4 items) 
• Bonding (4 items) 

• Facilitating/Enabli

ng (4 items) 

 
3 scales/15 items 
• Knowledge (5 

items) 

• Attitude (5 items) 

• Skill (5 items)  
 

Conclusion 

 The study, while still a work in progress, offers several potential contributions with 

regard to the practical body of mentoring knowledge. While youth mentoring programs need 

to be evaluated for effectiveness, this review indicated that successful mentoring programs 

tend to be measured less in terms of outcomes and more on quality relationship dynamics 

between mentee and mentor. However, scholars emphasize that to be effective, youth 

mentoring should encompass multiple levels of conceptualization, not focus solely on 

relationship compatibility. Special attention therefore needs to be paid to the mentoring 

learning outcomes in assessing mentoring program effectiveness.  
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Abstract 
 

The study aimed to explore the opinions of multi-field Malaysian experts on mental 
health literacy towards youth. Semi-structured interviews were conducted with seven 
Malaysian experts from psychiatry, clinical psychology, mental health education, and 
social work. A mixed deductive-inductive thematic analysis was used in the analysis of 
the qualitative data. The comprehensive view of mental health literacy that emerged 
from the interviews included i) ability to recognise specific disorders ii) knowledge of 
how to seek mental health information iii) knowledge of self-treatment and 
professional help iv) attitude that promotes recognition, v) stigma, and vi) appropriate 
help-seeking behaviour. To the best of our knowledge, this is the first qualitative study 
of experts' views of mental health literacy in the context of Malaysian culture. The 
experts' responses to the interviews generated a comprehensive view of mental health 
literacy, including several elements that may be salient in Malaysian culture. The 
results have implications for researchers and practitioners. 

 
Keywords: mental health literacy, youth, knowledge, attitude, behaviour, culture 
 

Introduction 

Worldwide, mental disorders affect more than 450 million people. Mental, 

neurological and substance use disorders accounted for 13% of the total global burden of 

disease. The World Health Organisation (WHO) estimates 1 in 4 people are affected by a 

mental disorder at some point in their lives. Depression alone accounts for 4.3% of the global 

burden of disease and is among the largest single cause of disability worldwide (Rehm & 

Shield, 2019).  

Mental health encompasses our emotional, psychological, and social well-being. It 

affects how we think, feel, and act. According to the World Health Organization (WHO), 

mental health is a "state of well-being in which the individual realises his or her abilities, can 

cope with the normal stresses of life, work productively and fruitfully, and contribute to his 

or her community". Mental health is important at every stage of our life, from childhood and 

adolescence through adulthood. It is the foundation for thinking, learning, communication, 
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resilience and self-esteem. The National Health and Morbidity Survey (NHMS) in 2019 

reported that one in four adults in Malaysia suffers from functional difficulties. This includes 

difficulty in seeing (14.9 per cent), difficulty in hearing (7.6 per cent), difficulty with memories 

(7.0 per cent), walking difficulties (10.4 per cent), troubles with self-care (2.1 per cent), and 

communication difficulties (2.0 per cent). In addition to that, 4.7 per cent of children aged 

between two and 17 years also reportedly suffered from functional difficulties.  

 

Literature Review 

MHL was first defined as understanding mental illness and the commonly held views 

about mental illnesses that can help recognise and manage the symptoms of that illness or 

prevent it together (Jorm, Korten, Jacomb, Rodgers, & Politt, 1997). The evolution of mental 

health literacy has been initiated and guided by scholars in psychiatry and public health such 

as Jorm et al. (1997) and is rooted in health literacy and the view that it is related to health 

and social outcomes (Baker, Wolf, Feinglass, 2007; Berkam, Sheridan, Donahue, 2011). Jorm 

et al. (1997) defined MHL as the knowledge and beliefs about mental illness that contribute 

to recognising, managing, and preventing mental illness. There are five components of MHL 

describing by Jorm et al. (1997; 2000); (a) knowledge of how to prevent mental illness, (b) 

recognition of when a psychological disorder is developing, (c) knowledge of help-seeking 

options and available treatments, (d) knowledge of effective self-help strategies for mild 

problems, and (e) first aid skills to support others who are suffering from a psychological 

disorder or are in a mental health crisis. Most researchers used this definition towards 

practices (Altweck et al., 2015; Wei et al., 2013).  

More recently, work by Canadian experts in psychiatry and health care has expanded 

the definition of MHL to four main components with considerate on how to obtain and 

maintain positive mental health; understanding mental disorders and their treatments; 

decreasing stigma related to mental disorders; and, improving help-seeking efficacy (knowing 

when and where to seek help and developing competencies designed to improve one's 

mental health care and self-management capabilities) (Kutcher, Wei & Coniglio, 2016). In 

addition, Kutcher and colleagues expanded Jorm et al.'s (1997) definition of MHL by adding 

the element of mental health promotion. Consequently, the conceptualisation of MHL was 

broadened to include not only the previous focus on coping with mental illness (recognition, 
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treatment, prevention) but also mental health promotion (Kutcher, Wei, & Coniglio, 2016; 

Bjørnsen et al., 2017), including self-help and helping others (Jorm, 2012). 

Besides, mental health literacy limitations are proposed by medical teams such as 

psychiatrists and psychologists. However, the concept of mental health literacy was mainly 

related to coping with mental illness. Thus, this phenomenon can be called the fallacy of 

appealing to authority (Goldman, 2001). Furthermore, we believe that the medical teams are 

the most suitable expert to explain the knowledge and concept on MHL, but still the 

limitations in explaining the beliefs, attitudes and behaviour which belong to the sociologist 

and other practitioners.  

 

Cultural Diversity of Mental Health Literacy   

People's concepts of mental health appear to have both similarities and differences 

under different cultural backgrounds. Likewise, there are similarities in defining people with 

mental health with negative perceptions. For example, a Malaysian study showed that most 

Malaysians have stigmatising attitudes towards mental health problems with multifactorial 

explanations of mental health issues with a dominance of supernatural and religious 

aetiologies (Munawar, Mukhtar, Choudhry, & Ng, 2021). Another study in Nigeria showed 

that youth with mental health are depressed, distress for schizophrenia, and used 

stigmatising labels such as 'crazy' and 'mad' (Aluh, Okonta, & Odili, 2019). Studies that were 

conducted in South East Asian countries population revealed that mental health is related to 

mental disorders such as lack of hope, physical complaints, lack of courage, poor mind, defeat, 

communication difficulties and abnormal social behaviour, in which some are harmful while 

some are not (Fairuziana et al., 2018). The findings also discovered that while a common 

understanding of the mental disorder is expected to identify mental health literacy, 

embedding cultural context would accommodate lay people's understanding (Furnham, 

Cook, Martin & Batey, 2011). 

 According to past study by Munawar et al. (2021) cultural diversity of mental health 

literacy in Malaysia. The findings indicate most Malaysians have stigmatizing attitudes, a 

dominance of supernatural and religious belief towards of mental health issues. Furthermore, 

they were more confident in referring to the local people compare to the professional such 

as the medical services. Moreover, as stated in National Health and Morbidity Survey (2015, 

2017, 2019) mental health problems affect young Malaysian and may spiral into anxiety and 
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depression. Some of the problems may contribute to the mental health including social 

pressures, cyber-bullying, family issues, financial problems, difficult in relationship and 

academic pressures at school. Therefore, the greater collaboration between government and 

the other agencies is require helping in increasing the knowledge and understanding on 

mental health. Hence, this effort is necessary to shift mindsets and build emotional and 

mental health resilience to prevent mental health conditions in Malaysia. Even though, 

treatments are available, but nearly two-thirds of people with a known mental health never 

seek help and additionally there was a lack of standardized measure assessing Mental Health 

Literacy in Malaysia. 

Considering the limitations and cultural diversity mentioned above, Kutcher (2016) 

proposed a new and comprehensive framework of MHL, which includes four domains of 

understanding how to obtain and maintain good mental health, understanding mental 

disorders and their treatments, decreasing stigma, and enhancing help-seeking efficacy 

(knowing when and where to seek help and learning skills to apply in the help-seeking 

interaction). Based on this framework, MHL can be divided into six categories: the ability to 

recognise specific disorders, knowledge of how to seek mental health information, knowledge 

of self-treatment and professional help, an attitude that promotes recognition, stigma, and 

appropriate help-seeking behaviour. 

This study aimed to identify and integrate the perspectives of experts from multiple 

fields based on the Malaysian cultural context. According to the six categories, we conducted 

semi-structured individual interviews with seven experts from psychiatry, clinical psychology, 

mental health education, and social work. Thus, the present research is the first qualitative 

study to explore the components of MHL from the perspective of multi-field experts. 

 

Theorising Mental Health Literacy  

Bronfenbrenner's theory is an appealing conceptual tool for guiding the 

interventions (Eriksson, Ghazinour & Hammarström, 2018). The ecological theory is 

remarked as the interaction between an individual and his surroundings. This theory 

explains an individual's relationship to the contextual system in a few stages: micro, macro, 

meso and exo levels. A study by McLaren & Hawe (2005) asserted that the ecological 

perspective on health emphasises both individual and contextual systems and the 

interdependent relations between the two. Moreover, Eriksson, Ghazinour & Hammarström 
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(2018) also found that this theory offers a way to instantaneously focus on intrapersonal 

and environmental domains and the dynamic relationship between these domains in 

defining mental health.  

Youth's behaviour is shaped and developed in the human ecology system, 

highlighting the importance of interaction between the youth and the environment. 

According to Bronfenbrenner youth is the centre of the system and can easily be influenced 

by their environment (Shelton, 2018). Furthermore, in the system, some parents will be a 

major influence on the youth growing up. Parents have the responsibility in ensuring that 

their children will have sufficient skills to be well-developed individuals. Youth is the prime 

time during the growth and development of an individual. Hence, with the right 

environment, such as family and friends, one will function well in their future life. If one is 

raised in a positive environment, it will encourage them to talk about their problems openly 

(Lerner, 2019).  

Besides that, Eriksson, Ghazinour & Hammarström (2018) showed that the research 

utilising Bronfenbrenner's ecological system concepts by considering interactions within and 

between different ecological systems could develop the most useful suggestions for public 

mental health promotion and interventions. In mental health literacy, an individual is often 

gaining knowledge based on the environment that they are living in. For example, if the 

individual is acquainted with mental health problems, it will trigger their interest in knowing 

mental health.  

 

Method 

A qualitative research methodology was adopted to describe what Merriam (1998) 

regarded as a phenomenon from those who have experience with mental health literacy and 

practised them. To unveil the practices of expertise on mental health literacy in adolescents 

and youth, the research process involved in-depth interviews with eight participants in their 

work setting, performing an inductive data analysis and relating their responses as 

psychologists, psychiatrists, doctors, and social workers. 

Participants 

The sample population have been identified and selected with assistance from the list 

of expertise from the Ministry of Health Malaysia. Seven volunteers were selected through 

snowballing. The methodological decision was made to seek research subjects due to their 
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exposure to mental health literacy experiences. The work experiences and roles performed 

by the subjects represented a good cross-section of roles performed within the position in 

hospital and university. All participants held their position for more than five years. The 

participants were from three hospitals, two medical officers from the Ministry of Health, two 

experts from the university, and one social worker (Table 1). The participants were selected 

based on two criteria: expertise and working with adolescents and youth for more than five 

years. Second, they were willing to participate and granted permission to be audiotaped, with 

their data from the interview published. Participants were given individual consent forms. 

Data collection 

The interview lasted for a maximum of 60 min, followed by the planned interview 

questions and follow up questions. Recruitment was planned to continue if the data from 

the initial seven interviews did not reach code saturation and meaning saturation. During 

the interview, participants were asked a variety of questions about their experiences and 

opinions on various elements of mental health literacy.  

The interview protocol included six groups of questions: (1) What are the meaning 

of mental health literacy? (2) How would you describe mental health literacy? (3) What do 

you mean by knowledge of mental health? (4) What are the stigmas surrounding mental 

health? (5) What is the best behaviour of one who is mental health literate? (6) Based on 

your overall personal and expertise in mental health, any other factors contributing to 

mental health among adolescents and youth in Malaysia? Participants were informed that 

there were no right or wrong answers. 

Data Analysis 

All interviews were audio-recorded for data analyses. All interview data were then 

transcribed verbatim. The analyses involved structured coding procedures and thematic 

characterisations of the coded segments. After reading through the text, we analyse the 

transcriptions using the coding reliability approach of thematic analysis. Relevant codes were 

identified, and a structured codebook was developed following the procedures outlined by 

MacQueen et al. (2009). The codebook included detailed definitions and marginal/irrelevant 

examples from the texts to illustrate the range of meanings assigned to themes. After the 

initial coding was complete, the core analysis included code categorisation and thematic 

comparison. We determined the final coding through consensus, reviewed the patterns of 

shared meanings, and categorised overlapping themes into a practicable list of defined 



The Joint Conference of AHRD-ARACD 2021 

 

763  

themes. To ensure trustworthiness, the themes were shared with the participants and 

confirmed. 

 

Results 

The demographics of participants are summarised in Table 1. All participants held 

experience for more than 5 years. They are psychologists, psychiatry, and medical doctors. 

The participants were from hospitals, university hospitals and the Ministry of Health.  

 

Table 1. Demographic characteristics of study participants. 

Participant Gender Age Position/career Year 

experience 

Participant 1  Female 30 Psychologist 6 years 

Participant 2  Female 38 Mental health education 8 years 

Participant 3  Female 40 Public health specialist 8 years 

Participant 4  Male 50 Psychiatrist 16 years 

Participant 5  Female 50 Clinical psychologist  20 years 

Participant 6  Male 43 Psychiatrist 15 years 

Participant 7  Male 28 Social worker 6 years 

 

Findings and discussion 

The data analysis of this qualitative inquiry found four themes in terms of mental 

health literacy meaning: knowledge, attitude, behaviour, and culture. Three subthemes 

emerged as part of the knowledge; i) ability to recognise specific disorders ii) knowledge of 

how to seek mental health information iii) knowledge of self-treatment and professional help. 

There were also two subthemes for attitude; i) attitude that promotes recognition and ii) 

stigma. For the behaviour, one theme is appropriate, which is help-seeking behaviour. Finally, 

for culture, there were two themes: family support and social support. 

Meaning of mental health literacy 

Participants explain the meaning of mental health literacy with their response when 

asked what mental health literacy are? 

 



The Joint Conference of AHRD-ARACD 2021 

 

764  

'Mental health literacy is knowledge application, attitude, and practice. Knowledge, 

attitude, the practice of mental health meaning, understand what mental health is? 

and then, what is mental illness? There are two differences, health is "kesihatan", and 

illness is "penyakit", and for me 'mental health literacy is the knowledge about mental 

health and mental illness and having an attitude towards mental health and mental 

illness that allows you to practice a way that supports.' (Participant 1).  

 

Participant 3 manifested her view on mental health literacy through exemplary behaviour 

when performing her duties as a psychiatrist. 

‘You know, when we say the definition of mental health literacy, it goes across the 

board. It generalises for all. The understanding of the concept of mental health 

literacy has a few components. It got behavioural components, cognitive component 

and biological component.’  

 

Participant 4 revealed her application of mental health literacy from the lenses of the 

practitioner. According to this interviewee, 

'… if I go to the basis of the definition of mental health literacy is number one, I want 

people to understand the way to optimise mental health care; second, understand the 

mental disorder and treatment; third, reduce the stigma, and fourth; increasing the 

individual's effort to get help or help-seeking behaviour'. 

 

There are several meanings and definitions of mental health literacy that occur from this 

narrative. First, having a better understanding of mental health literacy, as Jorm et al. (1997; 

2000) mentioned, is knowledge of preventing a mental disorder, recognising disorders when 

developing, knowledge of effective self-help strategies, and first aid skills from helping others. 

In addition, more recently, mental health literacy has been defined as understanding how to 

obtain and maintain positive mental health, understanding mental disorders and their 

treatments, decreasing stigma related to mental disorders, and enhancing help-seeking 

efficacy (knowing when and where to seek help and developing competencies designed to 

improve one's mental health care and self-management capabilities (Kutcher et al., 2015; 

Kutcher & Wei, 2014).  
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Knowledge of mental health literacy.  

The findings revealed that the knowledge on mental health is based on three 

themes: (a) ability to recognise specific disorders; (b) knowledge of how to seek mental 

health information; and (c) knowledge of self-treatment and professional help. Knowledge 

about mental health determines one's mental well-being. It identifies the ability to 

recognise specific disorders. Participant 1 stated that 'individual can cope with his daily 

stresses and contribute to his workplace'.  Other participants also support these by saying: 

 

"He or she can understand and optimise the protection of mental health, know 

treatment and help-seeking behaviour." (Participant 3) 

 

"Knowledge is about its attitude towards knowing how to support, and if you do not 

know how to support, you know how to find information to get help. i.e., how to find 

resources." (Participant 6) 

 

The participants also admitted that mental health literacy is also a knowledge of seeking 

mental health information. One participant said: 

 

"If there is something… you must address your issues, these problems needed to be 

addressed and how you overcome it. If you have a problem with your roommate, 

you need to do this. You need to tell him where to seek help." (Participant 4) 

 

"When stigma is high, awareness will be at a low level, then the seeking help will be 

very slow. Therefore, we need to inform them, where and how to seek help". 

(Participant 2) 

 

The participants said they experienced with adolescents and youth in sharing about mental 

health problems. As a result, youth need knowledge of self-treatment and asked for 

professional help.  

 

"If from strategic treatment, there are those three, meaning, he needs to understand 

about mental disorders. There is a treatment for it. So, it will reduce his stigma. When 
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the stigma is reduced, they will have increased help-seeking behaviour. He will go 

seek for help." (Participant 3) 

 

In this study, most participants agree that the adolescent and youth need to manage 

their mental health. One participant shared, '…ooh, mental health management is my task, 

my role in the pyramid earlier. First, I need to manage mental health and the second one, 

understand disorders and treatment (Participant 7). The participants also mentioned there 

is a treatment for mental illnesses." 

Attitudes on mental health literacy. An attitude of an individual may reinforce either 

a positive or negative perception of mental health. This theme comprises two sub-factors 

which are attitude that promotes recognition and stigma. People's mental health attitudes 

will determine how they interact and support others with mental health disorders. Besides 

that, it will also foresee how the individual will respond to their mental health condition. Good 

mental health attitudes will shape an individual in expressing positivity and supportive 

behaviour to others and themselves.  One participant said, "mental health literacy is not 

about knowing; he needs to have the attitude, behaviour and know what to do" (Participant 

1). 

The attitude that promotes recognition also including the knowledge and towards of 

practice. One participant said. '…literacy is those kinds of dimensions, knowledge is one 

thing, attitude another thing and then practice. Attitude shows when you ask them to 

practice.' (Participant 5) 

Notably, stigma towards mental health in this country is predominantly massive. 

Some of the population was taught that having mental health issues is a disgrace and will 

never interact properly. However, mental illnesses can be treated, and these people can fit 

in the society very well. The participants stated that stigmas towards mental health are as 

below:   

"So, people think like they are a bit off. Maybe, like the behaviour itself is a little 

bizarre. They will think like, oh, there is some problem with these people. So 

normally, I do not know as my friend, they are not in our field. They probably think,… 

oh, mental health. The people with mental illness are all in Tanjung Rambutan. So, 

they are all tied up. You know, they can't move and stuff like that." (Participant 2) 
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Behaviour on mental health literacy. Behaviour brings another focal to mental health literacy 

as it is distinct to attitudes towards mental health. It is the prerequisite factor in determining 

the individuals' help-seeking towards the mental health professional and treatment of mental 

disorders. Participant 3 also supported this contention by emphasising the need to imbibe 

behaviour in the meaning of mental health literacy; '…he or she can cope with his daily 

stresses, and he can be able to contribute to his workplace and his daily activities and to his 

community that amounts to have the good in mental health literacy'. 

According to another participant, mental health literacy is not only about knowing. It also 

needs to have the attitude and need to know what to do. She reported,  

"If we do not seek for help or have any help-seeking behaviour, these mental health 

problems will be mental illnesses. (Participant 4) 

 

Culture on mental health literacy. Cultures also influence the meanings that people impact 

on their illness. More frequently, culture bears on whether people even seek help first, what 

types of coping styles, social supports they have, what kind of help they seek, and how much 

stigma the beliefs to mental illness. In this study, participants mentioned, 

 

"Due to culture, it is influenced by their culture, religion, where they do not believe 

in all this." (Participant 3) 

  

Culture is defined as a set of beliefs, norms and values. People placed into the same racial or 

ethnic group are often assumed to share the same culture. Culture influences many aspects 

of mental health and plays an important role. The influences of culture including how patients 

from a given culture express and manifest their symptoms, their style of coping with their 

family and community supports, and their readiness to seek treatment. One participant 

shared; '…it is very common if the family have a history of mental illness. They think that you 

are also weak and will have the same illness.' Furthermore, other participants also support 

that culture's influence sometimes will stop youth from getting the treatment. 

 

“Sometimes we had difficulties to help them because most of the clients are late to 

get treatment is because of stigma.” (Participant 4) 
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Discussion 

This study explored the opinions of multi-field Malaysian experts on mental health 

literacy towards youth. To answer our research question regarding the concept of mental 

health literacy, we explored the experience of multi-field Malaysian experts on mental health 

literacy towards youth. Our findings show that the concept of mental health literacy can be 

categorised into knowledge, attitude, behaviour and culture. Although most of the experts 

argued that knowledge, attitude, and behaviour (Jorm et al., 1997; Kutcher et al., 2016) are 

the most influencing factors explaining mental health literacy, we have found that culture is 

also triggered by knowledge, attitude, and behaviour such as the cultures of family and social 

support.  

Our findings also indicated that knowledge about mental health is related to 

recognising specific disorders, seeking mental health information and self-treatment and 

professional help. These findings support Jorm (2000) and Bonabi et al. (2016), which identify 

that recognising specific disorders will increase help-seeking behaviour and a better 

understanding of knowledge and attitude. Additionally, the findings of this study revealed 

that two categories for the attitude focus on promotes recognition and stigma. Likewise, 

Vidourek and Burbage (2019) also mentioned that stigma is related to attitudes, especially 

for youth, within developing a positive mental health culture. Furthermore, cultural diversity 

across the world has significant impacts on the many aspects of mental health. Therefore, it 

starts from how health and illness are perceived, health-seeking behaviour, attitudes of the 

individual, and the practitioners and mental health systems. 

 Based on the ecological theory, the child's development relies on the nature and 

strength of connections between the family and the various other settings that a young 

person enters during the first two decades of life. These are of particular significance 

following the successive transitions into (and within) daycare, peer group, school, and work. 

In addition, social support from all the ecological system levels also plays an essential role in 

enhancing mental health literacy development.  

 

Conclusions and Implications 

This research, conducted in Malaysia, is the first qualitative study to explore the 

components of mental health literacy from the perspective of multi-field experts. The 

experts' responses to a semi-structured interview provided a more comprehensive picture 
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of mental health literacy than earlier conceptualisations based only on the clinical experts 

of psychiatry. This qualitative research reveals the specific contents of mental health literacy 

from the perspective of multi-field experts, many of which reflect the unique characteristics 

of Malaysian culture. 

Regarding the practical aspects of the study, our findings help shed more light on the 

concept of mental health literacy among youth within Malaysian culture. In addition, we 

understand how the mental health literacy concept among youth would help the related 

stakeholder to place more focus on the healthy development for youth. Despite this 

conclusion, this study highlights the importance of professionals’ perceptions and key barriers 

to the development and promotion of public mental health literacy in Malaysia. Given the 

importance of such professionals’ involvement in research and studies on mental health 

literacy, the more understanding the barriers on these topics. 
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Abstract  
 

Under the influence of COVID-19 pandemic appearing in the first quarter of 2020, 
the courses of educational institutions in America were transited to deliver online 
with recordings and live sessions, which may negatively impact of students’ 
learning motivation and academic performance. Since the level of students’ 
learning readiness is quite essential to gain maximum benefit from the virtual 
mode of learning and portable digital devices play a key role in online learning, this 
study will focus on the effect of mobile learning, especially programming language 
learning applications, on learners’ online learning experience, which comes up 
with the research question: To what extent do mobile applications for learning 
programming languages influence students’ online learning readiness who have 
no prior programming experience? The findings of this study will support the 
instructional design of online courses and improve students’ online learning 
readiness, satisfaction and learning results. 

 
Keywords: COVID-19, Mobile learning, Programming language learning applications, Online 
learning readiness 

 

Introduction 

The Corona Virus Disease (COVID-19) pandemic has struck more than 200 countries in 

the world and has given many challenges to educational institutions, and higher education is 

no exception. To protect students, staff, and faculty and ensure a safe and healthy learning 

environment, higher education communities transitioned to online learning. According to the 

report from The World Bank (2020), various learning systems were implemented by several 

countries as physical classrooms were closed due to COVID-19 pandemic.  

 Hamid (2020) studied the problems of online learning in COVID-19 emergency period 

and found that the carrying capacity of network access and the ability of devices to access the 

internet could improve the effectiveness of virtual learning in COVID-19 period. Also, students 

feel that the implementation of online learning in COVID-19 period is not effective enough 

(Hamid, 2020). Adedoyin and Soykan (2020) noted that this digital transformation of course 

delivery always came with some challenges and modifications, and pandemic-related anxiety 

will have negative influence on students’ academic performance. What’s more, quite a few 
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instructors were not ready to deliver high-quality instruction remotely (Bestiantono et al., 

2020). Besides technical and monetary issues, Bestiantono et al. (2020) did research from 

students’ perspective on online learning amid COVID-19 pandemic and reported a few other 

challenges like lack of interaction with instructors, response time and absence of traditional 

classroom socialization, which indicated that educational organizations should improve the 

curriculum and design appropriate content for online courses. 

 Ho et al. (2021) investigated important predictors in determining the satisfaction of 

undergraduate students on emergency online learning during COVID-19 period, and the 

results showed that students’ competency in technology and the perception of online 

learning were highly important in determining the satisfaction scores. Also, self-efficacy was 

proved to be connected with students’ satisfaction levels (Wang & Degol, 2014). Moreover, 

Geng et al. (2019) found that technology readiness could positively influence learning 

motivation during blended learning in higher education. Recently, Prifti (2020) proved that 

the learning management system self-efficacy could affect students’ satisfaction positively in 

blended learning. Similarly, Rizun et al. (2020) identified that self-efficacy levels influenced 

students’ acceptance in terms of perceived ease of use and usefulness in Poland during 

COVID-19 pandemic period, and there are some vital constructs such as accessibility and 

students’ readiness, including their self-efficacy determining emergency online learning 

success. 

Learning programming languages is practically recognized as a quite useful skill with 

the increasing demand of programmers (Robins, 2003). Also, it is one of the fundamental skills 

required for students who are pursing degrees in related majors such as Computer Science, 

Information Technology, and Engineering. However, programming courses are most 

commonly viewed as difficult, and always have the highest failure rates compared to other 

courses (Winslow, 1996). Farahah Abdul Halim and Nincarean Eh Phon (2020) investigated 

the factors that affect students’ learning performance in programming subject, finding that 

misunderstanding, lack of practices, poor logical thinking and problem solving, no prior 

knowledge, psychological disorder, less interest, ineffective teaching method and bad 

attitude are the main factors.       

To overcome the challenges of online learning during COVID-19 pandemic period, this 

study intends to address the core research question below: 
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To what extent do programming language learning applications influence the 

predictors (computer & internet self-efficacy, learner control, online communication self-

efficacy, motivation for learning, self-directed learning) of college students’ online learning 

readiness? 

 

Literature Review 

Online Learning Readiness (OLR) 

OLR refers to learners’ belief in access to materials (e.g. text, video, or animation) and 

communication with others in a computer-mediated environment over the internet 

(Blankenship & Atkinson, 2010). Students’ readiness for online learning is recognized as one 

of the prerequisite conditions for an effective learning process and education achievement 

(Dangol & Shrestha, 2019). In this study, we will use the model proposed by Hung et al. (2010) 

to measure students’ online learning readiness. there are five factors determining students’ 

OLR, including computer & Internet self-efficacy, motivation for learning, online 

communication self-efficacy, learner control, and self-directed learning (Hung et al., 2010). 

Kalkan (2020) studied college students’ OLR in Turkey, and proved that computer and Internet 

self-efficacy, as well as online communication self-efficacy were the most influential factors 

of OLR, followed by self-directed learning, learner control, and motivation for learning.  

Relationship between Mobile Learning and OLR 

There is few research about the direct relationship between mobile learning and 

Online Learning Readiness, but some studies focused on the connection between mobile 

learning and some of the OLR factors which we covered above.  

Razzaq et al. (2018) assessed the relationship between self-efficacy and smartphone’s 

habits in mobile learning for university students and found that mobile interactions through 

smartphones could increase students’ confidence and understanding about learning because 

of internal and external factors. Internal factors may influence students’ self-efficacy, such as 

being confident, personal belief and habits, individual literacy, and conciseness. The more 

often students can use mobile learning, the better performance and more accomplishment 

students will gain. As to the effects of external factors on self-efficacy, students can utilize 

smartphones to find answers on the Internet, submit assignments through email or LMS and 

organize all the works in a folder, as well as share information with peers or instructors easily. 

In summary, students will interpret their performance, accomplishment, and experiences to 
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develop beliefs about their competencies to participate similar learning activities when they 

utilize mobile learning (Razzaq et al., 2018).   

As to motivation for learning of OLR, Jou et al. (2015) studied the Mobile Learning APP 

for teaching the practical techniques of material synthesis and found that the Mobile Learning 

APP had a significant positive effect on students’ motivation for learning and learning 

performance. Moreover, mobile learning in a situational English vocabulary learning 

environment was proved to have superior effects on the learning motivation and 

performance compared to traditional learning (Huang et al., 2016). Similarly, Miller and 

Cuevas (2017) investigated the academic achievement and motivation of students in middle 

school with incorporating mobile devices into the classroom and academic motivation was 

proved to be improved because of mobile learning. Furthermore, Sari and Nurcahyo (2018) 

conducted an experimental study on the influence of mobile learning on students’ learning 

motivation and the results showed that mobile learning can increase learning motivation. In 

the same year, Li et al. (2018) investigated the effects of mobile learning applications on the 

learning motivation, social interaction and academic performance of nursing students and 

found that students had a higher level of learning motivation when studying with mobile 

applications because of the flexibility and interactivity characteristics.  

Boticki et al. (2015) found that mobile social learning platform such as SamEx had the 

ability of encouraging self-directed and collaborative learning in a suitable learning context 

which teachers provided. Moreover, Fok et al. (2018) investigated the efficiency and 

effectiveness of self-directed learning with the utility of a mobile learning technology “iClass” 

which promoted real-time interactive class through a clod-based platform and results showed 

that interactive mobile learning can improve the effectiveness of self-directed learning of 

English language. Similarly, Xodabande and Atai (2020) also conducted a research on the 

effects of mobile learning on self-directed and autonomous learning of academic English 

vocabulary and the potential of mobile learning applications for self-directed learning was 

highlighted.  

 

Methods 

The present research model contains adaptation to the OLR model. Based on the 

literature review above, this study will explore the relationship between mobile learning, 

especially programming language learning applications, and OLR, including computer & 
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Internet self-efficacy, motivation for learning, online communication self-efficacy, learner 

control, and self-directed learning (see Figure 1).  

 

 
Figure 1. The influence of programming language learning applications on college 

students’ online learning readiness 
 
Data Collection 

The data will be collected through an online questionnaire consisting of two sections: 

(a) items to gather demographic information about the participants, including gender, 

student self-reported GPA, major, prior programming experience and programming language 

learning application experience (i.e., usage frequency, usage periods); and (b) items aimed to 

measure the participants’ online learning readiness via Hung et al.’s (2010) OLRS. Participants 

will be assigned to two groups based on whether they have programming language learning 

application experience, meaning that those learn programming languages only via mobile 

applications will be in one group; participants without experience in learning programming 

languages will be in the other group.  

Data Analysis 

Firstly, this study will analyze the demographic profile of the participants, including 

the number and ratio of gender, age, self-reported GPA and major of the participants.  

As to the statistical analyses, the mean and the standard deviation will be estimated 

first to describe the attitude of participants to each question asked in the survey. Respectively, 

the mean predicts the central tendency of the dataset, and the standard deviation measures 
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the dispersion which shows the spread or variability in the dataset, which means that a 

smaller standard deviation indicates that these values are clustered more closely to the mean 

than a larger standard deviation does (Sekaran & Roger, 2013). In addition, the researcher 

will analyze the report the reliability of the scale and subscales based on the collected data. 

To test the five hypotheses of this study, a two-tailed t-test on independent samples 

will be applied to examine whether there is a significant difference between the two groups 

of programming learning application usage on computer/internet self-efficacy, motivation for 

learning, online communication self-efficacy, learner control, and self-directed learning. A t-

test is utilized to determine whether there is a significant difference between the means of 

two groups, mainly for the purpose of hypothesis testing in statistics. As to two-tailed 

hypothesis tests, it is nondirectional and can test for effects in both directions, including 

positive effects and negative effects (Frost, 2020). The chosen level of significance will be .05, 

which is split between both tails of the distribution, and the probability value calculated from 

the statistical hypotheses test will be taken as the determined rule for rejecting or accepting 

the null hypotheses (John, 2009). If the probability value is less than or equal to the level of 

significance, the null hypothesis will be rejected and the alternative hypothesis will be 

accepted. Otherwise, the null hypothesis could be accepted, and the alternative hypothesis 

will be rejected at the same time (Maqableh et al., 2015).  
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Abstract   
 

Distance education (DE) learning is an ideal medium to support lifelong learning. 
In a way, it allows students to take on work and family responsibilities while 
developing their life and career. However, the constraints of interaction and face 
to face meetings in the learning process make DE students feel isolated. Notably 
the use of technology such as mobile learning (m-learning) is very suitable for DE 
adult students learning. There is a lack of qualitative studies that investigate the 
learning process of DE students using the framework model for the Rational 
Analysis of Mobile Education (FRAME). This study, therefore, was conducted 
using qualitative methods and involved 11 DE students as informants to tackle 
this gap. Findings of the study show that the majority of DE students agree m-
learning supports their DE learning process. m-learning also becomes a major 
and active communication medium in DE learning that allows students to receive 
supports from lecturers and peers and avoid feelings of isolation and loneliness. 
The theoretical and practical implications of this study are also discussed.  

 
Keywords: Mobile learning, Distance Education Student, FRAME, Isolation 
 

Introduction 

The changing era of globalization has put Malaysia facing various challenges in its 

efforts to make it a developed country and a sustainable economy. Based on the Malaysian 

Education Development Plan (Higher Education), 2015-2025, to obtain a developed country 

and a sustainable economy requires knowledgeable and highly skilled workers. Therefore, the 

government has outlined a lifelong learning strategy (LL) through the Malaysian Education 

Plan (Higher Education), 2015-2025 for the 3rd leap which is an effort by the government to 

produce highly skilled, knowledgeable, and ensure all employees have the opportunity to 

pursue education for their self -development. 

Based on the Education Development Plan (Higher Education), 2015-2025, for the 

Malaysian context, lifelong learning is defined as an educational process to produce 

knowledgeable, skilled and competent individuals through formal or informal education 

methods based on workplace experience or training and PSH can obtained through e-

learning, workplace learning, part-time learning and distance learning. Therefore, this study 
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would like to examine in terms of the prospects of distance learning students (PJJ) who 

implement PSH formally in public institutions for their self-development towards better with 

the help of m-learning appropriate to the self-learning situation in implementing their PJJ 

learning. 

Beside that, the advent of technology has changed the pattern of teaching and 

learning in today’s world of education. Before the existence of m-learning there was online 

learning known as e-learning (e-learning) which has provided many facilities and is very 

effective in the learning process of students because learning using e-learning can provide 

creative and critical thinking to students (Rahim, 2013) 

Therefore, according to Carlsen et al. (2016) the provision of online education for 

distance education can meet the needs of adult students to acquire more flexible learning. 

Through m-learning method has helped PJJ students who experience time constraints as a 

result of family and work responsibilities to do learning regardless of time and place and can 

close the gap between students and instructors (Soman, 2016). This has made the learning of 

PJJ students through m-learning more flexible and informal. According to Carlsen et al. (2016) 

adult students engaging in PJJ is to improve their level of achievement, career development 

prospects and self -satisfaction which are their main motivations. Thus, the PJJ method 

becomes the choice of working individuals to facilitate career development while at the same 

time requiring flexibility between work and also study (Lemmer, 2009). 

The researcher conducted this study on undergraduate students at UPM who are 

registered for Distance Education under UPM Education and Training Sdn. Bhd (UPMET) to 

clearly research the process, challenges and learning strategies of PJJ students using m-

learning. 

 

Research Question 

The research question is to find out what is the process of use of m-learning by 

distance students, identify the learning challenges faced by distance students and what are 

the learning strategies used by distance students in m-learning? 

 

The concept of the frame model 

The Framework of Rational Analysis of Mobile Education (FRAME) by Koole (2009) (see 

Figure 1 below) is a model that requires mobile learning processes resulting from the focus of 
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mobile technology, human learning abilities and social interaction for issues faced by 

contemporary pedagogy in terms of information overload, knowledge navigation and learning 

collaboration. According to Koole (2009) this model is useful for guidance for the 

improvement of mobile devices, materials as well as learning strategies using mobile 

education.  

The mobile learning experience in the FRAME model is seen as inherent in 

information. Students use information as well as interaction with information mediated 

through technology. The complexity of the inherent interactions of information becomes 

different and useful. In the information, the FRAME model is illustrated in the form of a Venn 

diagram covering three intersecting aspects. These three intersecting aspects are device (D), 

learner (L) and social (S). Two intersecting circles of distinctive properties such as the 

intersection between device use (DL) and social technology (DS) that utilize the capabilities of 

mobile technology. Interaction learning (LS) encompasses teaching and learning theory with 

an emphasis on social constructivism. These three aspects overlap on mobile learning (DLS) 

at the center of the Venn diagram determining the ideal mobile learning. Thus, Koole (2009) 

models that FRAME can use any easy-to-use learning time and practitioners can use this 

model to experience simple learning more effectively. The relavance of this model in the study 

is for the aspect of students consisting of DE students who implement m-learning. The device 

aspect is the technological tools used by DE students in the m-learning process such as 

smartphones, tablets, laptops. Finally, the social aspect is learning process of DE students 

using m-learning with the involvement of students, friends and instructors. 

 

Figure 1. Model Framework for the Rational Analysis of Mobile Education (Koole,2009) 
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Methods 

The design of this study is to use a basic qualitative approach to obtain the learning 

experience of DE students in terms of strategies, challenges and processes in m-learning. The 

informants of this study consisted of 11 DE students from various programs who have work 

responsibilities, study or who are already married and have shown a level of data saturation. 

The selection of this informant is based on snowball sampling which is a suggestion from the 

next informant from the first informant. The second purpose of sampling is the selection of 

relevant informants who can answer the research questions and sampling criteria consisting 

of informants who have completed at least 4 semesters and aged not more than 50 years and 

have worked. Next, in order to obtain in-depth data, the researcher conducted a semi-

structured interview with the informant and this interview was conducted online and also 

face to face according to the consent of the informant. After completing the interview session, 

the researcher carried out the process of data analysis that is thematic analysis by performing 

interview transcripts and forming codes, interview categories and the emergence of themes 

and subthemes to answer research questions. In order to comply with the ethics of the study, 

the researcher used a sequence of numbers for the informants to protect and maintain the 

confidentiality and identity of the informants.  

 

Findings and Discussion 

RQ1: M-learning process in distance education (DE) students 

1. Mode of learnings 

The learning process of DE students implemented through m-learning can be seen in 

terms of two themes, namely the learning mode which includes formal and informal learning 

and learning transfer. 

 

a. Formal learning process 

i. Interaction and collaborative learning through video conferencing 

Lecturers use the Zoom and Google Meet platforms as collaborative tools to deliver 

lessons and students receive the learning along with discussion also question and answer 

sessions between students and lecturers. Informant 5 stated “…now we can use Zoom all 

students can come in and ask. So two way is better than one way when the lecturer speaks 

alone so we don't understand when to use Zoom, everyone can know and everyone can 
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ask…”This has shown that video conferencing platforms support collaborative learning by 

enabling information exchange, two way interaction and discussions between students and 

lecturers to achieve the learning objectives. 

 

ii. Learning evaluation 

The assessment carried out by DE students through Google Form and also Edmodo 

must be done within the time period set by the lecturer to show that the process of 

performing this assessment is one form of formal assessment. Informant 11 

“… If the quiz is sometimes lecturer will do one in Edmodo, like lecturer will give  for 

one time a day from 8 to 8 pm one day we can do it and then have to send it before 8 

pm…” 

The assessment process through m-learning can also make it easier for DE students to 

do quizzes anywhere with the occurrence of device usability overlap and social technology 

overlap. The combination of mobile device design and good system connectivity allows 

students to browse quizzes on Google Form or Edmodo regardless of place and time. 

Informant 9 stated 

“… Physically, it's small, easy and light and can be placed in our handbag, it's ok, if a 

lecturer says it's ok, I want a quiz in 5 minutes, for example and then, we just reply 

and answer everywhere and marks will be assessed by the lecturer so it happens 

where the learning is unexpected… " 

 

b. Informal learning process 

a. Formation of learning community through instant messaging (Instant Message) 

Interaction between students and lecturers 

WhatsApp can be categorized as an additional learning medium by DE students. This 

is because the encouragement given by the lecturer to the students to use WhatsApp fully if 

there are questions or misunderstandings about what has been taught facilitates the learning 

of DE students. As stated by informant 7 

"… The lecturer said, ok we discuss WhatsApp in the group tonight so that night 

everyone will be online so any questions the lecturer will answer immediately because 

the lecturer has time for students to ask to discuss in the WhatsApp group…" 
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Question and answer between students and lecturers in this WhatsApp group can 

reduce the cognitive load in the learning of DE students as a result of limited face to face 

communication. According to Koole (2009) psychological comfort influences the cognitive 

load and speed of mobile device users in performing their tasks. Therefore, whatsApp 

discussion can provide a solution for every question of DE students with the help of lecturers 

and indirectly can make DE students gain psychological comfort in implementing their 

learning. 

 

Interaction between students 

The learning community by DE students involves a process of discussion between 

students with the goal of completing assignments according to the conditions set by the 

lecturer. This discussion process starts from creating a small WhatsApp group for the task only 

and goes from discussion, division of tasks to the merging of each part of the task before 

submission. This process applies as described by informant 7 

"..We will make a small group ha small group we will have a discussion that means we 

have time to have a discussion first or we will find time to talk, we want to do this task 

right so we find time to discuss through the first discussion talk about title to the 

division of tasks, then we will give time for each person to know who their respective 

parts are… ” 

Based on the explanation of informant 7, it shows that mutual agreement between 

colleagues is very important, especially discussions through digital which have various 

weaknesses and disruptions compared to face to face discussions. To ensure that the process 

of performing this task runs smoothly, it is very necessary for someone who is dominant in 

the WhatsApp group to be able to control each member of the group and the task can be 

completed within the allotted time. Informant 1 explained 

“… In that group, one person must be the stepmother, otherwise it will be too late. In 

WhatsApp groups, that's why the group leader is important. It has to be there, 

otherwise no one wants to remind you later that everything is not ready, finally don't 

send it… " 

This indicates that in this learning community students have a way to control their 

learning in order to achieve the main goals in their learning. According to Koole (2009) 

students have different levels of control the learning process implemented. Therefore, this 
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group of students has taken a more disciplined student to control the learning process so that 

their goal in completing assignments in the allotted time is achieved. 

 

b. Self -directed learning 

Learning Materials on the University Video Streaming Portal 

DE students also use Video on demand (VOD) sites to interact with their learning 

materials. Usually PJJ students will refer to the video recording of the teaching done by the 

lecturer and uploaded to the VOD site ... Informant 9 explained 

“… The lecturer will upload the video after class, which means the reference material 

that I can refer back to, I can't come because we as DE students sometimes there are 

a few constraints at that time, so I can refer back there and the notes so far. . ” 

Usually, students who always attend class rarely use VOD because they have listened 

to the lesson face to face but they will see the video of the lesson if they do not attend class. 

This shows that with the existence of instructional videos provided by the University can 

prevent students who face constraints to attend classes from being left behind in learning. 

This video recording also allows DE students to obtain teaching content anywhere according 

to the availability of time from their daily responsibilities. 

In addition, DE students also use video recordings as one of the review materials in 

their learning. This gives an advantage to DE students to obtain all the information and no 

information leakage by simply reviewing the teaching video on VOD. Informant 1 stated "It's 

like I always go to class, I rarely open the video again unless I want to remember what lecturer 

said, I'll look for it back in the video". The instructional video uploaded in this VOD site helps 

to give psychological comfort because it can reduce the cognitive burden of DE students in 

the event of questions and only refer back to the lecturer's teaching video anywhere 

regardless of place and time. 

2. Learning Transfer 

a. Transfer of DE learning into the work context. 

DE students can acquire knowledge continuously from the learning theory given by 

the lecturer directly through the m-learning process without facing obstacles in terms of 

distance constraints and also the interactions encountered during face to face learning. This 

indirectly allows students to apply the skills and input gained from the learning of DE to a real 

target situation that is in their work environment. Informant 2 explained 



The Joint Conference of AHRD-ARACD 2021 

 

787  

“… We are still in the process of learning just because I work here it has to do with the 

field of children so indirectly when I take this human development science course it 

has a little bit to do with my job because human development is more to us related to 

human right haa so I can use it on children on my own employees… ” 

The transfer of knowledge gained from DE learning and used in the work environment 

is the main purpose of students taking the DE program in order to improve performance and 

obtain promotion in their careers. Informant 4 stated “… my dream is to get a degree in 

agriculture but among other reasons it may be the same as others to improve we have 

education one is the second we want to improve jobs and may be offered the opportunity to 

be promoted…” This is in line with the results of the study obtained by Murugaiah et al. (2011) 

showed long distance graduates of a degree lead to promotion in their careers and the 

majority of DE respondents of this study agreed that having a degree can help them for 

promotion and salary. 

 

b. Transfer of learning from the workplace in the context of DE learning 

DE students who have experience, skills and knowledge of assignments in the work 

have given them the advantage to apply those skills and knowledge in solving problem 

situations in terms of assignments given by lecturers. This is because, lecturers often 

encourage DE students to transfer skills and knowledge from their field of work in DE learning 

to see more clearly in terms of theory and practice. Informant 4 stated 

“… Every time a lecturer will said, please relate the assigment to the scope of the job. 

So it's easy when we talk about the scope of our work, development is really easy. " 

Therefore, the constraints of face to face interaction make DE students in need of m-

learning tools to enable discussion and transfer of learning to always occur among DE 

students to complete tasks by mutual agreement. This indicates that the use of this 

technology allows students to have discussions to solve problems together with friends even 

in different locations (Koole, 2009). 

 

RQ2: What are the learning challenges faced by undergraduate distance students in m-

learning? 

1. Mobile devices Aspects 

a. Limited internet coverage 



The Joint Conference of AHRD-ARACD 2021 

 

788  

Disruption of internet coverage that occurs during the learning process is 

implemented causing students not to get information clearly or left behind in the learning 

process. This has shown that the overlap of social technology between aspects of the social 

environment and technological tools used by DE students has disrupted the continuity of the 

system that serves to transfer information properly Informant 3 stated 

“… Sometimes one day I make a class online and suddenly the internet is not there 

and it hangs like that and I have to leave the class and then I go back in. The lecturer 

can't repeat that thing because the other friends are almost done. finished with that 

class so I can't go back and I can't record that thing .. ' 

Based on the statement of informant 3, system continuity disruptions such as internet 

interruptions during class not only affected the information acquisition and understanding of 

students but the delivery of information by lecturers was also disrupted. Lack or disruption of 

internet coverage makes students find it difficult to do m-learning 

 

b. Small and limited screen size 

According to Nik et al. (2011) challenge interaction using a device with a small screen 

size will make image and text visibility small as well as cause eye strain while viewing images 

by manually controlling the control buttons and a small keyboard. This is faced by DE students 

where they do not like to read learning materials using smartphones because of the limited 

screen size and prefer to print notes to read and obtain information more clearly. This has 

shown that the overlap of mobile device usability between the smartphone aspect and the 

student aspect has caused student dissatisfaction in using m-learning because of the 

limitations between users and also the screen size of mobile devices in doing reading and 

writing more effectively. Informant 8 stated 

"… Ok, usually I print the note, I don't read it using the phone because the size is small, 

that's the challenge of using this phone because the size is small, so I will print it…" 

The disadvantages of this m-learning in terms of small screen size limitations have 

caused DE students to rarely use smartphones in implementing their m-learning. In addition, 

the limitations faced by students in using m-learning will also indirectly affect the aspects of 

students that are emotional disturbances and student motivation while implementing the 

learning process. As stated by informant 6 “…we're dizzy to answer then the screen is small…” 
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2. Quality of VOD portal systems and materials 

a. The quality of the VOD system 

The slow VOD system to upload learning notes indirectly disrupts the learning process 

of DE students and makes DE students lag behind in the context of information reception. 

Informants 2 and 7 explained 

“… The function is to upload notes but sometimes the VOD is slow to upload so it's like 

we had to ask the lecturer for the manual first before ermm the notes are uploaded 

in the VOD. 

 

“…Actually, there are half of the lecturers who like to use VOD, but ermm, lecturer 

said in VOD, I have uploaded the notes, you need look at the notes, until there are no 

notes uploaded…” 

Therefore, due to the problem of the VOD system has also made students' have low 

satisfaction with the use of VOD in their m-learning and cause them not to be actively involved 

with the VOD portal. Informant 3 explained “… sometimes we can't open sometimes they 

upload notes so slow. Supposedly what they tell after class keeps uploading but sometimes 

they don't update anything. So it's not clear so I don't use VOD much .. " 

 

b. VOD visual and audio quality 

Learning materials on VOD portals that have low quality of audio and visual have 

affected students ’psychological satisfaction. Informant 9 explained 

"… To be honest, I said yes, I'm not satisfied with the quality of the video because 

people say that if you look at the video, sometimes it's blurry and sometimes students 

don't hear it." 

The dissatisfaction expressed by the DE students caused the students to be 

unmotivated and happy in using this VOD portal as their m-learning resource. This is because, 

students ’experience and joy in m-learning show their satisfaction towards the use of m-

learning (Koole, 2009). In addition, unclear audio and visuals from video recordings will also 

disrupt the process of receiving input by students especially students who face constraints to 

attend class. Informant 1 explained 

“… If it's vod, sometimes we don't hear the voice of the lecturer. Ha, I hear a lot of 

complaints, especially my friend at Sarawak, he can't come to UPM and can't even 
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meet the lecturer. This is the use of VOD, people put class videos in it, they can't hear 

it clearly ha…” 

Usually, these students only rely on the input of video recordings of lecturers' teaching 

as a source of information for their learning. Therefore, unclear audio and visuals will cause 

DE students not to understand what is presented and taught by the lecturers and cause DE 

students to find it difficult to achieve their learning goals. The problem of video recording 

quality provides a huge challenge to DE students, especially students who are unable to 

attend class to obtain the same learning and quality as students who attend class. 

 

RQ3: What the learning strategies used by undergraduate distance students in m-learning? 

1. Device Aspects 

Provision of appropriate devices and internet coverage 

Setup for large file storage and retrieval aspects such as Random Access Memory 

(RAM) or Read-Only Memory (ROM) will affect the usability of mobile devices as the speed 

level of the processor also depends on the RAM used. As explained by Informant 9 "in terms 

of the device itself, the reason is that the ability of the device to accommodate something 

depends on the level of memory, so we have to be ready for that thing and then another 

internet connection is very important ..." DE students also emphasizing on the aspect of social 

technology in terms of device network, namely the selection of internet plans that better 

support m-learning in order to ensure the smooth acquisition and transmission of 

information. 

 

2. Student aspects 

Self -discipline 

Being disciplined in learning also allows students to be more focused and easily 

receptive to the information provided. Informant 8 stated: 

“… His most important strategy is to be disciplined, we have to be disciplined to do 

online learning because the lecturer told me what time I want to enter, then the 

lecturer said to enter at 9 o'clock, we don't want to enter the class at 10 o'clock. To 

me, that discipline is ourselves, what do we want to get something from, if there 

seems to be no discipline, we don't go straight to class…” 
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Physical and mental preparation also makes students disciplined in implementing m-

learning. This has made them mentally prepared for all the obstacles and challenges that will 

be faced during the m-learning process is implemented. In addition, a disciplined student’s 

behavior toward learning will direct the use of mobile devices in the proper direction. Having 

a sophisticated mobile device but lacking self-discipline causes m-learning to not be achieved 

properly. 

 

3. Social aspect 

Acquisition of support in learning 

i. Support among students 

A mobile device that allows for interaction between students regardless of distance 

and indirectly strengthens the relationship with each other even if they have never met. This 

shows that the WhatsApp medium can prevent students from feeling isolated in doing their 

DE program because the interaction that takes place is continuous regardless of boundaries. 

Informant 1 explained 

“…Some of our classmates have never met him because he works for the police  at 

Miri. Although we have never met, just talk through WhatsApp, but we already feel 

like in our hearts even we never see his face. So WhatsApp is very important… ” 

This shows that the interaction between students is also important because it can 

strengthen the relationship and gain support from each other. This can also indirectly reduce 

the feeling of alienation and loneliness of DE students as a result of the constraints of face to 

face meetings. According to the results of a study by Fodzar and Kumar (2007) mobile 

technology can be an effective tool to increase student support activities and learning as well 

as play a role in lowering the attrition rate and and a sense of isolation among students. 

Therefore, the majority of DE students agreed by stating that WhatsApp is an important 

communication medium for them to stay in touch despite facing large distance gaps. 

 

ii. Support between learning materials, students and lecturers 

All students will refer to google resources, lecturers and even friends if there are any 

questions or problems encountered during learning. DE students will use WhatsApp groups 

as a place for questions and discussions. Infroman 4 explains 
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"… Usually google it but I google based on the journal, I won't google it from the blog 

or.. based on the study, if there is no study or journal, I will consult with the lecturer 

.. usually DE has all kinds of experiences so we will interact It used to be in the 

WhatsApp group that both studied DE, so if it doesn't work, we will ask the lecturer… 

” 

While at this stage there has been an overlap of interactions in terms of three types 

of interactions, first interaction between students and also the content. This interaction 

occurs when students use google resources to obtain additional information where they learn 

the information in the form of video, written or audio content. Second, the interaction 

between students and students that is a friend who is a group that is learning something. 

Usually students are more comfortable to ask on their own if there are questions or concerns 

about the assignment because of the more intimate, relaxed and informal relationship than 

to ask directly with the lecturer because of the existence of formal relationship limitations. 

Informant 5 

"… I will ask my friends and if there is a difference I will ask the lecturer for sure..I will 

use the WhatsApp group…" 

The third interaction that occurs is the interaction between the students and also the 

lecturer. DE students stated that if they do not find answers to questions that arise after using 

various google sources and also friends, they will ask directly with the lecturer. The interaction 

with the lecturers is the last interaction they do to obtain a more definite and authentic source 

of information. This is because, lecturers are the main or important source of information in 

learning, especially in a subject because the field is their expertise and also assignments based 

on their assessment. Therefore, the interaction between students and lecturers is very 

important to ensure that learning goals can be achieved. 

The students also felt that the way of conducting the teaching well and the active 

feedback from the lecturers during m-learning also made the students satisfied in their m-

learning. This has shown that lecturers play a major role in the effectiveness and support of 

m-learning by DE students. Informant 3 stated 

“… I am satisfied with the teaching system used by lecturers. . That also depends on 

the lecturer, some lecturers say it's better for you to find a good way for yourself to 

present like that, so the satisfaction depends on the lecturer… " 
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The support, encouragement and guidance provided by these lecturers can affect the 

satisfaction and effectiveness of DE students in using m-learning. This has shown that 

students' satisfaction with m-learning is dependent on the attitude and teaching methods of 

lecturers in conducting teaching and interacting with DE students. Informant 2 explained 

“… Online, you have to depend on the lecturer, if there is a lecturer, it looks like you 

have to use Zoom meeting, he will show the slide in there, there is a lecturer who he 

only wants to talk about. . ha read it ha he's not very detailed that's when he taught… 

there are half the lecturers not good at using online classes so he wants to talk he 

wants to show erm slides at the same time he's not good he doesn't know so he can't 

he just for a speech like that because don’t know how to use it… " 

The inefficiency of lecturers in using the important application elements in their 

teaching will cause the teaching process does not achieve the objectives and make it difficult 

for students to obtain information properly. This has shown that the effectiveness of m-

learning by DE students is also highly dependent on the good, active and efficient handling of 

technology by lecturers in teaching using m-learning. 

In addition, the active interaction between lecturers and students in the WhatsApp 

group can also prevent DE students from feeling lonely and a sense of alienation due to the 

lack of face-to-face encounters and interactions. The help given by friends and also lecturers 

in the learning of DE students makes students gain psychological comfort because it affects 

the cognitive load of students. The cooperation of friends and lecturers in helping all problems 

and questions raised in the whatsApp group collaboratively has reduced the cognitive burden 

of DE students in their learning and indirectly students are satisfied with the interaction 

through m-learning that can support DE learning even physical separation between lecturers 

and even peers. Informant 3 explained 

“… I don't even have a sense of isolation or loneliness because my friends always have 

time to ask something and most of the lecturers, if there is a question, they will 

respond even if there are none. But that's not a little lah… ". 

This shows that communication via WhatsApp in m-learning supports the learning of 

PJJ students to not feel alone in carrying out learning due to the acquisition of support from 

lecturers and peers on an ongoing basis. 
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Conclusion and Implications 

In conclusion, DE students think that the use of m-learning can fully support their DE 

learning in a flexible way to acquire knowledge for personal and career development. M-

learning is also for those with friends and also lecturers to avoid a sense of isolation or 

loneliness in their DE learning. In addition, the study data also shows that DE students use 

mobile devices to implement m-learning based on their learning situation and most students 

prefer to use laptops rather than smartphones. This is because the weakness of the 

smartphone aspect has caused difficulty for DE students to be clearer and focused in their m-

learning compared to using a laptop. In addition, the study data also shows aspects of the use 

of mobile devices, learning interactions and social technology as stated in the FRAME model 

to show the occurrence of m-learning process. 

The implications obtained from this study in terms of the model used require the 

addition of aspects of the diversity of subject areas as well as aspects of instructors. This is 

because the teaching of lecturers plays an important role for the effectiveness of m-learning 

learning by DE students in the form of formal and informal learning. Most of the students felt 

that the way of teaching and active feedback by the lecturers influenced the effectiveness in 

their m-learning. In addition, aspects of subject or courses need to be added in this model 

because this model cannot address subject areas that require practical courses through the 

m-learning process. If the addition of this aspect in the FRAME model will be able to provide 

guidance to researchers to use this model according to the suitability of the context of the 

field and subject of the student. 
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Abstract 
 

Youth-adult partnership (Y-AP) is an approach aimed at building developmental 
relationships in organizational settings through cooperation and mutual learning 
between youth and adults. Grounded in the practice of adult support for youth 
voice in decision-making, Y-AP is based on the intent of facilitating social justice 
and positive change in society through community action on programs and 
initiatives of mutual interest to both youth and adults. Y-AP has also been 
identified as a core element of youth development program quality in youth 
organisations, youth-adult collaboratives, and community collectives that run 
community projects and specific thematic programmes. Despite the growing 
number of studies on Y-AP in non-Western cultural contexts, scholars have yet 
to formally explore the role of culture on adult roles as allies within multi-cultural 
Y-AP-based programs. As Y-AP continues to grow in popularity globally, its 
practice will inevitably vary depending on how cultural norms and expectations 
influence youth-adult working relationships. This paper attempts to contribute 
to the global practice of Y-AP by posing key questions related to the practice of 
Y-AP in diverse cultural settings. 
 

Keywords: Youth-Adult Partnership; Youth Development; Cultural Context; Cross-Cultural; 
Inter- generational; Adult Capacity Development; Policy. 

 
Introduction 

Youth-adult partnership (Y-AP) is as an approach that facilitates youth and adults 

deliberating and acting together to organized collectively and democratically, over a 

sustained period of time, through shared work to promote social justice, strengthen an 

organization and/or affirmatively address community issues (Zeldin et al., 2018; Ramey et al., 

2017; Camino, 2000). Recent scholarly consensus indicates that Y-AP is comprised of two core 

components, which are: 1) youth voice in decision-making; and 2) supportive adult 

relationships (Zeldin et.al., 2018; Akiva & Petrokubi, 2016; Camino, 2000). Effective youth 

voice can lead to substantive partnerships with adults for achieving community action and 

social justice, while supportive adult allies enable the enhancement of youth development 

(Schuster & Timmermans, 2017). 
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Y-AP is based on cooperation and mutual benefits for youth and adults with a 

requirement that they participate as partners (Weybright et al., 2017; Zeldin et al., 2013). Y-

AP requires equality of roles and responsibilities, particularly in decision-making in the 

partnership (Zeldin et.al., 2018; Krauss et. al., 2014). The partnership model calls for “youth 

power in decision making, and distinctly distinguishes Y-AP apart from parent-child, student-

teacher, and mentoring relationships” (Camino 2000, p.12). Y-AP has primarily been utilised 

as an approach for positive youth development in the USA for the past two decades as a core 

component of program quality in youth programs and collaboratives (Zeldin et. al., 2018; 

Weybright et al, 2017; Ramey et al., 2017). However, it is considered a novel approach that is 

still being used experimentally within a variety of social structures and youth development 

environments (Krauss, 2018). Weybright et al. (2017) gives an example of Y-AP in practice in 

a 4-H Youth Development program. In their study, youth between the ages of 14 and 18 years 

old partnered with adults, who acted as supportive mentors or coaches, resulting in shared 

responsibilities between youth and adults, friendship with adults and peers, and fun. More 

recently, in the Young Canadians Roundtable on Health, Ramey et al. (2019) present their 

experiences of the practice of Y-AP in a community health initiative. As an evidence-based 

system and programme planning case study, Y-AP was revealed to enable, “a consistent 

platform for youth input, while appreciating different forms of knowledge, expertise and 

communication methods” (Ramey et al., 2019, p. 626). Furthermore, the study indicates that 

Y-AP facilitates investment in “relationships and builds mutual understanding among youth 

and adults allowing for adult allies, be patient and comfortable with the ambiguity and 

unpredictability of working with youth” (p. 626). 

Over the past ten years, studies have reported on Y-AP-based initiatives outside the 

US, including in Canada, Europe, and parts of Africa (e.g., Nigeria) and Asia (e.g., Malaysia). As 

interest in the approach gains momentum, there is a need to examine the impact of cultural 

context on how Y-AP is practiced in non-Western cultures (Umar et al., 2021). Cultural norms 

– particularly in relation to role expectations and power relations within non-Western 

cultures – can shape how youth and adults interact in cooperative programming structures. 

Few studies have attempted to take on this issue directly, however. Given that Y-AP, as an 

approach, is grounded in power-sharing and the elevation of youth voice in decision-making, 

this will have implications on the extension of Y-AP as a practice in non-Western cultural 

contexts. In this paper, we propose that the successful application of Y-AP requires an 
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acknowledgement of the cultural context as a prerequisite to implementation, and argues 

that more research is needed to better understand how culture shapes the working 

relationships between youth and adults in culturally diverse organizational and program 

contexts. 

 

Y-AP from West to East 

In the practice of Y-AP, cultural context can be an influencing factor because of the 

biases that may arise due to interpersonal dynamics and social structures that enforce certain 

culturally derived attitudes towards tradition, norms, values, religion, race, gender, physical 

ability (disability) or sexuality in a social environment (Kabeer, 2005: Hofstede, 2001; Wan 

Hashim & Ismail, 1998; Parson, 1961). Cultural influences are potentially wide as they can also 

shape the meaning of events, behaviours, words and even body language. While some 

describe culture as a specific community’s beliefs, values, habits, norms, visions, systems, and 

symbols (Bandura, 2006; Said, 1995), others suggest that there are influences of individualism 

in western societies that are not prevalent in non-western societies (Hofstede, 2001; 

Pederson, 1987; Giddens, 1984). In most Asian societies, cultural norms and values such as 

respect for collectiveness, authority, the elderly and seniority in group decision-making are 

still dominant (Cortina et al., 2017; Wan Hashim & Ismail, 1998; Hofstede, 2001). 

Differing cultural dynamics influence the structures, dynamics of involvement, and 

process of engagement between youth and adults in a society. In what ways this occurs, 

however, is not yet clear. In her study on Y-AP implementation in a Native American 

community, Camino (2002) reports on how adult members of the community struggled with 

coming to grips with a past rife with racism and pressures to abandon cultural traditions in 

favor of assimilating into European ways. In the context of carrying out the program, Camino 

brings to the fore the difficulties adults had with sharing power with their youth. "It's a hard 

thing…. because of the history of our people, we are trying to figure out how much of the past 

to keep, and how much to leave behind ... 52 percent of the population [of approximately 

300] is under 18, but lots of adults are saying, 'we'll let the kids do this later.'" 

The influence of cultural context on Y-AP exists in many nations around the world. 

These dynamics, in turn, can affect the foundations of Y-AP as a practice, which include a) 

opportunities for youth voice in decision-making, where young people’s contributions matter; 

b) adult support for youth voice based on the acceptance of parity in decision-making and 
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mutual learning; and c) inclusion of all youth irrespective of background (Weybright et.al., 

2017; Mitra et.al., 2014). In Malaysia, Krauss et al., (2014) posited that youth development by 

way of Y-AP cannot be disentangled from the cultural values and religious influences that are 

broadly accepted by that multi-cultural society. Additionally, a recent study on Y-AP in Nigeria 

highlighted the challenges of cultural context on the implementation of local school-based 

management committees due to the differential treatment of people of different ages, 

traditional power structures, the lack of participatory culture in decision-making, and 

conventional role division that impede the practices of youth voice (Umar et. al., 2021). The 

authors suggest that the challenges experienced were directly linked to the fact that different 

cultures define youth participation and involvement differently, especially in public spheres 

of influence (Fletcher, 2006). The findings support Hart’s (2008) general call for more 

culturally sensitive research on youth participation in Asia and Africa. 

 

Influences of Cultural Dynamics on Y-AP Practice: Adult Roles 

Other elements of cultural context such as power distance relationships between 

youth and adults should be acknowledged when considering the implementation of Y-AP. Y-

AP activities often take place within the bounded frameworks of structures, many led by 

adults (Zeldin & Collura, 2010). Y-AP can enable adults to actively become enablers of youth 

personal agency, empowerment for youth voice and skills development and youth voice. 

Adults can also help youth to develop leadership competence and facilitate connectedness to 

their communities including in institutions like schools (Krauss, 2018, Hanson & Jessop, 2018; 

Zeldin et al., 2014). However, the uneven power dynamics that exist between youth and 

adults make sharing this responsibility challenging (Wong et al., 2010). In Malaysia, initial 

studies indicate that adults view the notion of handing over decision-making power to young 

people too foreign, Western or culturally misplaced (Krauss, et al., 2014). Also, age matters in 

Malaysia. With reference to adolescent agency development, fewer genuine experiences 

exist for leadership, decision-making and opportunities to exercise agency than those 

available to emerging adults (Hamzah et al. 2002). Despite these cultural realities, Malaysia is 

committed to attitudinal change through national policy initiatives including a National Youth 

Policy that positions positive youth development as the core philosophy guiding youth 

development practice in the country (Krauss, et al., 2014). 
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In Western cultural contexts, scholars have proposed that countering uneven power 

dynamics can be overcome through an egalitarian approach to empowering both youth and 

adults using a democratic value orientation with an emphasis on co-learning. The literature is 

silent, however, on how this is accomplished in national and cultural contexts where 

democratic and egalitarian practices are given less priority. In such situations, there is a 

greater need for youth and adults to experiment and explore the processes and ways to make 

Y-AP work, in such ways that are both empowering for youth, and respective of cultural norms 

and expectations. What this looks like in practice, however, has received little attention from 

researchers. 

 

Going Forward 

With the right support from adults and opportunities for participation, young people 

can be social, political and economic assets for communities (Krauss, 2018). The researchers 

contend that cultural context may influence the implementation of Y-AP. From the 

perspective of research, exclusion of cultural context from the equation may result in biased 

research findings (Hart, 2008; Said, 1995). The Y-AP approach and its application are 

influenced by the participatory role of both youth and adults. Adults can learn from youth in 

a globalized world about the relevance of cross- cultural context impact on Y-AP 

implementation. As Zeldin and Collura (2010) indicate Y-AP is reliant on the mutual benefits 

that both youth and adults get out of the partnership framework. Therefore, there should be 

more cross-national research conducted on the cultural context influences on Y-AP 

application and its impact on the practice of youth voice though the assistance of adult allies 

in Asian nations. This would assist with the accumulation of data from further research on 

influences of culture and cultural dynamics that affect the behaviour of youth and adults, and 

thus influence the Y-AP application process. 

 
References 

Anthony Giddens (1984). The constitution of society: Outline of the theory of structuration. 
Univ of California Press. 

Akiva, T., & Petrokubi, J. (2016). Growing with youth: A lifewide and lifelong perspective on 
youth-adult partnership in youth programs. Children and Youth Services Review, 69, 
248- 258. 

Bandura, A. (2002). Social cognitive theory in cultural context. Applied psychology, 51(2), 
269- 290. 



The Joint Conference of AHRD-ARACD 2021 

 

801  

Camino, L. A. (2000). Youth-adult partnerships: Entering new territory in community work 
and research. Applied Developmental Science, 4(S1), 11-20. 

Cortina KS, Arel S and Smith-Darden JP (2017) School Belonging in Different Cultures: The 
Effects of Individualism and Power Distance. Front. Educ. 2:56.doi: 
10.3389/feduc.2017.00056 

Hansen, D. M., Moore, E. W., & Jessop, N. (2018). Youth program adult leader's directive 
assistance and autonomy support and development of adolescents’ agency capacity. 
Journal of Research on Adolescence, 28(2), 505–519. 
https://doi.org/10.1111/jora.12355 

Hart, J. (2008). Children's participation and international development: attending to the 
political. 

The International Journal of Children's Rights, 16(3), 407-418. 
Hofstede, G (2001). Culture's Consequences: comparing values, behaviors, institutions, and 

organizations across nations (2nd ed.). Thousand Oaks, CA: SAGE Publications. ISBN 
978- 0-8039-7323-7. OCLC 45093960. 

Kabeer, N. (2005). Gender equality and women’s empowerment: a critical analysis of the 
third millennium development goal. Gender and Development, Vol, 13. pp 13-24. 

Krauss, S. E. (2018). Engaging youth through youth-adult partnerships (Y-AP): Implications 
for education and community organizations. Advances in Social Science, Education, 
and Humanities Research, 115. 

Krauss, S. E., Collura, J., Zeldin, S., Ortega, A., Abdullah, H., & Sulaiman, A. H. (2014). Youth– 
adult partnership: Exploring contributions to empowerment, agency and community 
connections in Malaysian youth programs. Journal of Youth and Adolescence, 43(9), 
1550– 1562. 

Larson, R.W., & Angus, R.M. (2011). Adolescents’ Development of Skills for Agency in Youth 
Programs:Learning to Think Strategically. Child Development, January/February 2011, 
Volume 82, Number 1, Pages 277–294. 

Mitra, D., Serriere, S., & Kirshner, B. (2014). Youth participation in US contexts: Student 
voice without a national mandate. Children & Society, 28(4), 292-304. 

Parsons, T. (1961). An outline of the social system. University of Puerto Rico, Department of 
Social Sciences. 

Pederson, P. (2011) Ten Frequent Assumptions of Cultural Bias in Counseling, Journal of 
Multicultural Counseling and development. Vol.14. Issue 1. Pg.16-24. First published: 
January 1987 https://doi.org/10.1002/j.2161-1912.1987.tb00374.x 

Price, T., & Been, N. (2018). " Figuring Out the Age Gap": Youth Reflections on a Youth-Adult 
Partnership. Journal of Park & Recreation Administration, 36(2). 

Richards-Schuster, K., & Timmermans, R. (2017). Conceptualizing the role of adults within 
youth- adult partnerships: An example from practice. Children and Youth Services 
Review, 81, 284- 292. 

Ramey, H. L., Lawford, H. L., & Vachon, W. (2017). Youth-adult partnerships in work with 
youth: An overview. Journal of Youth Development, 12(4), 38-60. 

Ramey, H. L., Rayner, M. E., Mahdy, S. S., Lawford, H. L., Lanctot, J., Campbell, M., ... & 
Hazlett, V. (2019). The Young Canadians Roundtable on Health: promising practices for 
youth and adults working in partnership. Canadian Journal of Public Health, 110(5), 
626- 632. 

Said, E. (1995), Orientalism: Western Conceptions of the Orient, (Routledge & Kegan, P., 
1978), Penguin Books, London. 

https://doi.org/10.1111/jora.12355
https://doi.org/10.1002/j.2161-1912.1987.tb00374.x


The Joint Conference of AHRD-ARACD 2021 

 

802  

Umar,B.B., Krauss S.E., Ahrari,S., Samah, A., & Hamid J.A., (2021). Pertainka J. Social Science 
& Humanities 29 (S1):355-374. 

Wan hashim, W.T. 7 Ismail, H (Eds.) (1998). Nalai budaya masysrakat desa: Kajin etnografi di 
Wang Kelian, Perlis. Kuala Lumpur: Dewan Bahasa dan Pustaka. 

Weybright, Elizabeth H. Trauntvein, Nathan, & Deen, Mary Katherine (2017). "It Was Like 
We Were All Equal": Maximizing Youth Development Using Youth-Adult Partnerships. 
Journal of Park & Recreation Administration. Spring2017, Vol. 35 Issue 1, p5-19. 

Wong, N. T., Zimmerman, M. A., & Parker, E. A. (2010). A typology of youth participation and 
empowerment for child and adolescent health promotion. American Journal of 
Community Psychology, 46, 100–114. 

Zeldin, S., Gurtner, J., & Chapa, B. (2018). Preparing for Youth Engagement: Youth Voice, 
Youth-Adult Partnership, Youth Organizing. 

Zeldin, S., Krauss, S. E., Collura, J., Lucchesi, M., & Sulaiman, A. H. (2014). Conceptualizing 
and measuring youth–adult partnership in community  programs:  A  cross  national  
study. American Journal of Community Psychology, 54(3-4), 337-347. 

Zeldin, S., Christens, B. D., & Powers, J. L. (2013). The psychology and practice of youth-adult 
partnership: Bridging generations for youth development and community change. 
American journal of community psychology, 51(3-4), 385-397. 

Zeldin, S., & Collura, J. (2010). Being Y-AP Savvy: A primer on creating & sustaining youth- 
adult partnerships. 

  



The Joint Conference of AHRD-ARACD 2021 

 

803  

COMMUNITY OF PRACTICE AS A PRAXIS FOR PROFESSIONAL DEVELOPMENT IN DOCTORAL 
EDUCATION: A CASE OF DOCTORAL STUDENTS IN MALAYSIA 

 
Aida Hafitah Mohd Tahir and Steven Eric Krauss 

Universiti Putra Malaysia, Malaysia 
 
 
Abstract 
 

The purpose of this study is to explore how doctoral students' participation in 
communities of practice (CoPs) in relevance to their aspiration and preparation to 
be an academic. Past studies reported that doctoral graduates were found to be 
professionally incompetent in early-career academic roles. The study focuses on 
the praxis of CoP in facilitating doctoral students' development of knowledge and 
skills for the academic profession. The paper reports findings from doctoral 
research conducted in one public research university in Malaysia. The study 
employed a qualitative exploratory case study research design and interviewed 
ten doctoral students from various disciplines. The findings discovered three main 
types of CoP among doctoral students in Malaysia and their participation in 
different types of CoP enables a socialization process that facilitates the 
acquisition of critical future career competencies. Implications and 
recommendations for future research are also discussed.  

 
Keywords: Professional Development, Doctoral Socialization, Community of Practice, Doctoral 

Students. 
 

Introduction 

Doctoral education offers professional development to equip doctoral students with 

appropriate and relevant skills and knowledge to facilitate better job opportunities once they 

have graduated. Socialization towards professional development needs to occur within 

doctoral students' academic experience for professional knowledge and skills to develop. In 

the case of doctoral students with the academic profession in mind, their activities include 

conducting research, tutoring students, doing academic writing, giving presentations, writing 

for publications, and attending conferences. Socialization at the postgraduate level is 

described as “when a newcomer is made a member of a community—in the case of graduate 

students, the community of an academic department in a particular discipline. The 

socialization of graduate students is an unusual double socialization. New students are 

simultaneously directly socialized into the role of graduate student and are given preparatory 

socialization into a profession” (Golde, 1998, p. 56). 
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However, in recent studies, the socialization of doctoral students for professional 

knowledge and skills has not reached the standard of the current job market due to the 

inability to equip themselves with the right competencies. Hence this creates a challenge in 

transferring the skills from theory to practice (Mowbray & Halse, 2010; McDaniels & 

Skogsberg, 2017). Therefore, the overarching aim of the current study is to explore students' 

socialization into the academic profession through their participation in Community of 

Practice (CoP). Furthermore, previous research identified CoP as a praxis in doctoral 

education (Boud & Lee, 2005; Lahenius, 2012; Parker, 2009; Shacham & Od-Cohen, 2009).  

These research indicate that establishing CoPs among peers and advisors within the context 

of doctoral education is seen as an advantage for doctoral students to develop their 

professional, academic writing, and reading skills and towards becoming a researcher. Hence, 

the main research question that formed the basis of the analysis with this extended abstract 

is: What are the types of CoP that doctoral students participate in for professional 

development in the academic profession?  

The findings of this study are hoped to provide doctoral students and student 

development practitioners with more conclusive data on the praxis of CoP among doctoral 

students within the local context. In addition, identifying the types of CoP would help 

understand the relevant knowledge and skills required for the academic profession.  

 

Literature Review 

 

The Praxis of CoP in Doctoral Education   

Community of Practice (CoP), introduced by Lave and Wenger in 1998, refers to a 

social theory of learning that emphasizes learning activities within a community. Wenger 

(1998, para 1) presented the assumption that "engagement in social practice is the 

fundamental process by which we learn and so become who we are. The primary unit of 

analysis is neither the individual nor social institutions but rather the informal "communities 

of practice" that they form as they pursue shared interest over time." CoP is basically a group 

of individuals who share the same concern or passion for an activity and create the initiative 

to improve themselves in doing the activity as they communicate regularly (Wenger, 1998). 

Learners can become actively immersed in a community of practice through interaction and 

participation in the social context (Lave & Wenger, 1991). However, past studies found 



The Joint Conference of AHRD-ARACD 2021 

 

805  

minimal theorization on CoP in relevance to doctoral education (Lahenius, 2012). Even 

Shacham and Od-Cohen (2009) agreed that only a few existing literature focused on CoP 

within postgraduate learning. Hence, there is a need to further understand the 

conceptualization of CoP in doctoral education context to illuminate the importance and 

relevance of using CoP as a form of support in doctoral work. 

Wenger, McDermott, and Snyder (2002) stated that "Different intents require 

different community structures and activities" (p.74), therefore based on the intentions and 

aims of a CoP, the types of CoP vary. Nerad (2012) mentioned in his global outlook of CoP 

framework in the higher education context that CoP in doctoral education occurs at various 

levels of the learning environment. It can range from the "grassroots level," which refers to 

the doctoral supervision committee, right up to the "global village level," which involves 

international members of the same interest, i.e., international conferences and research 

collaborations. 

 

Doctoral Socialization for Professional Development 

 Doctoral socialization involves a process of social learning within a doctoral education 

context. Weidman et al. (2001) elaborated the graduate socialization framework that 

explained socialization process at different stages of doctoral study which led to a 

professional career. The socialization process is not regarded as linear but as seamless, fluid, 

dynamic, interactive, evolving, and permeable (Weidman, et al., 2001). Professional 

development of doctoral students for the academic profession refers to developing the 

necessary skills as emerging academics. Rudd et al. (2008) stated that skills learned from 

doctoral education are essential in the academic profession and other types of careers. 

"Critical thinking and data analysis and synthesis are very important in both faculty and non-

faculty careers" (p.13). Doctoral students who aim to be in the academic profession should 

be encouraged to learn self-efficacy within teaching and research experience (Greer, et al., 

2015). 

 

Methods 

This study applied an exploratory case study research design. At this preliminary stage, 

five doctoral students were interviewed from various faculties and at different stages of their 

doctoral study. A qualitative research approach was chosen to acquire an in-depth 
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understanding of the students' experience and perception and allow the researcher to gather 

a level of detailed and rich information about participants' real-life experiences (Creswell, 

2003). Since the researcher becomes the instrument in the qualitative study thus, it is 

essential for the researcher to be a part of the informants' lives in the study (Marshall & 

Rossman, 1999). 

The participants were selected based on pre-determined criteria. Each informant must 

be registered as a full-time PhD student at the selected university and intend to be in the 

academic profession once graduated. Two of them were from the Science discipline and three 

others were from the Social Science discipline.  

The first round of the interviews used a semi-structured interview, while the second 

round was conducted via e-mail correspondence. All interviews were transcribed and 

analyzed using the computer-assisted qualitative data analysis software NVivo 12 Plus.  

Data were also collected through document analysis by analyzing the official 

postgraduate handbooks, the School of Graduate Studies website, and a video related to the 

university's postgraduate learning center.  

 

Data Analysis 

Braun and Clark's (2006) six steps in the thematic analysis were applied to be more 

guided in the data analysis process. The thematic analysis involves identifying, analyzing, 

reporting, and discovering patterns (themes) within the data (Braun & Clark, 2006). It is a 

step-by-step process of initially familiarizing the data, generating initial codes, searching for 

themes, reviewing, along with defining, and naming the themes, and finally, producing the 

report.  

 

Findings and Discussion 

 

Types of CoPs for Professional Development of Doctoral Students   

Based on the analyzed interviews and relevant documents, the findings identified 

three main types of CoP as praxis for professional development among doctoral students. 

They were based on different academic socialization practices at various stages of the 

students’ doctoral study.  
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The Doctoral Student Community 

This first type of community members was among doctoral students from either the 

same university or otherwise and from various faculties and disciplines. One doctoral student 

in the field of Human Resource Development gave an example of a CoP she participated 

during her third semester. The CoP was created due to a shared domain; a compulsory 

Advanced Statistics course which she attended together with her doctoral friends from other 

faculties. In her statement, she said, 

  

Yes, it was advanced statistics – third semester… they (classmates) were already 

teaching but they just want to pursue to get their doctorate so that they can 

officially become a lecturer in their respective universities – some of them became 

authors of books… we discussed in the group – there were six of us, it's multiracial 

and we were competing among each other in a healthy way where we will update 

each other on what we were doing… if there are any questions and they will also 

guide me on how to actually leverage on statistics itself or on other aspect of 

education. 

Another informant from the Faculty of Engineering shared his experience of CoP at a 

research institute in his faculty. He explained,   

 

These students usually have experience more than I because maybe I am new, 

and they already try many devices and try many materials. So, I go there. Even 

sometime when I need some materials or I need to use some device or some 

equipment, I just contact them … WhatsApp and then we have appointment and 

then will go. Maybe it's like every two weeks maybe I have meeting. Actually, it 

depends. If I stuck in something or maybe something I don't understand, I want 

explanation then I just go there. 

 

The Academic Community 

The second type of CoP was described as the academic community where interactions 

and doctoral-related activities were held among the academics or research assistants within 

the academic setting. An informant from the Guidance and Counselling discipline shared her 

experience when she participated in a professor's supervision group,  



The Joint Conference of AHRD-ARACD 2021 

 

808  

 

Prof S conducted a supervision group with his supervisees …like a discussion 

group...a supervision group that is held from time to time. Not that it's consistent 

until 11 times or so but it depends (on everyone's availability). I felt lucky to be 

able to join that group despite that he was not my main supervisor…So, from that 

group I intend to do as what the professor did. I think things like that (group 

supervision) is not common in our faculty, because I'm friends with other TAM 

(Tenaga Akademik Muda) and other PhD students from different faculties. So, this 

is what is lacking…maybe other departments do it, I don't know. But as for myself, 

this is what I've observed since I studied my master's degree here until PhD. 

 

Another female informant from the Faculty of Ecology reported stating this, in reference to 

her participation in a CoP with her research assistant colleagues at her department.  

I am grateful that I have a strong support system from my close friends. Like in the 

RA (Research Asisstant) room, I have a few whom I would always discuss about 

our research. For example, if I were to reach the analysis part, we will 

discuss…argue…this one…this one. Like this…like this… like this. You see it that 

way, I see it this way. Haa…that is how we would discuss until we've reached the 

point we know that we cannot find the solution to the problem, then I would bring 

the matter up to my supervisory committee for further discussion lah. 

 

The Personal Community 

The third type of community involved those individuals that were not in the doctoral 

academic socialization setting. These members were personal friends and acquaintances who 

were located outside the doctoral study environment. One male informant from the Food 

Science discipline, shared his thoughts on one CoP that he participated in,  

…all of them having Master… they are not pursuing their PhD yet. And I call this 

as a special interest group… So, this special interest group is quite helpful you 

know in terms of... we are not discussing only about the academic, we are not 

discussing about the current issues, we are not discussing about what's happening 

in our academia currently. But we are discussing about anything relating to the 
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spiritual part… uhm… how to push another person to another level, you know? 

Based on the motivational spiritual teamwork. 

 

As the findings suggested, the types of CoP varied from one student to another. 

Generally, the doctoral students participated in various CoP which were most relevant to 

them, at that point of study. Various CoP may overlap with one another within one period of 

time. For example, when a doctoral student takes up a course in a semester, it becomes 

necessary to form a CoP in relevance to the course. However, the student may participate in 

another CoP with other doctoral students from other universities who share the same 

research discipline. Nerad (2012) regarded this example as the formation of CoP in formal and 

informal activities which represented by a group of students who participate in one program 

together with different types and levels of expertise, acquiring new knowledge together, and 

create study groups outside the official program (Flores & Nerad, 2012). 

According to Weidman, Stein, and Twale's (2001) graduate socialization framework, 

the types of communities in the findings can be categorized under the personal community 

and professional community. The interactions among the members were found to be useful 

towards the learning process of becoming an academic in acquiring the content of the 

knowledge i.e., applying statistical analysis, conducting lab experiments, and managing 

student supervision. However, as reported in the findings, there was a group that focused on 

the member's spiritual enhancement. Although the spiritual element was not specifically 

regarded as a form of professional knowledge and skills, spiritual support is important for 

work performance. According to the social cognitive theory of Bandura (2009), individuals' 

capabilities based on their beliefs or judgments have an impact on carrying out their 

responsibilities. Relatively, another study (Karimi Moonaghi et al., 2013) concluded that a high 

level of spiritual quotient positively correlates with the performance of professional 

responsibilities. Hence, spiritual enhancement may be considered a form of support in 

developing professional knowledge and skills among doctoral students.  

 

Conclusion and Implications 

In conclusion, the findings of this study suggest that doctoral students' engagement in 

CoP encourages and enables them to be part of a learning community that provides the 

necessary knowledge and skills for a future career in academia.  
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In terms of theoretical implications, the findings indicated that for doctoral students' 

professional development to happen, the socialization process is not limited to participation 

in CoP within the academic setting. Implication on the practice, however, is the identification 

of the types of CoP that were helpful for doctoral students within various doctoral practices. 

The research presents two recommendations for future research. Firstly, to study the 

need to introduce a sustainable CoP as a supporting mechanism that is made available and 

accessible for graduating doctoral students in different disciplines as preparation for the 

current academic profession's requirement and job market demand in academia or non-

academia.  Secondly, to conduct a cross-cultural research to understand the international 

perspectives of CoP among international doctoral students for professional development. The 

findings  concluded that within the doctoral socialization process, CoP becomes a necessary 

tool that is used among doctoral students in preparation for the academic profession.  
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Abstract  
 

Mental health problems affect a significant number of children worldwide. 
Malaysian National Health Morbidity Survey in 2015, 2017, and 2019 reported 
the prevalence of mental health problems among adults and children were 
increased respectively. This study aims to identify the level of mental health 
problems among youth in Malaysia. The data was gathered from Youth 
Development Index (YDI) with two cohorts of studies which comprised 8332 
respondents in 2019 and 21,126 respondents in the year 2020. The respondents 
had completed the self-administered questionnaire with a depression scale, an 
anxiety scale, a stress scale, and an intention to suicide scale. The results show 
that the mental health problem domain for both cohorts 2019 and 2020 has 
increased. The findings provided a better understanding of youth with mental 
health problems in Malaysia. 
 

Keywords: youth, mental health, depression, anxiety, stress, suicide 
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Abstract 
 

The study aimed to explore the role of informal education in promoting mental 
health literacy among Malaysian youth. This is specific to informal education 
agents because youth are more likely to meet with informal education agents 
to ask for help and support related to mental health literacy. Semi-structured 
interviews were conducted with six practitioners and group focus interviews 
with university youth.  The comprehensive view from the interviews included 
family members provide emotional support and social therapy. In addition, 
non-governmental organisations promote mental health management 
methods and other activities related to mental health literacy, role from peers 
with socialising others, and mass media become an influencer to the youth, 
social media page related to mental health has a positive influence on youth, 
expert and caregiver officers act actively by performing the process of 
recognising, acknowledge and contribute. The themes found addressed the 
understanding of promoting mental health literacy among youth.  

 
Keywords: mental health literacy, youth, informal education, Malaysia 

 

Introduction 

Promoting the involvement of informal education agents for mental health literacy in 

Malaysia is an important current line of the Ministry of Health Malaysia program. This is 

because the involvement of formal and non -formal education on the aspect of promoting 

mental health literacy among youth in Malaysia has been widely practiced as for example in 

the aspect of formal education is placed curriculum related to mental health to provide 

knowledge and information related to mental health to the target group. This can be seen in 

the learning environment in schools involving primary and secondary school students. In 

terms of non-formal education, a series of forums, awareness seminars, campaigns and so on 

have been conducted, but from the point of view of informal education where the learning 

process takes place in daily life such as through mass media and social media is still less 

emphasized in the barriers of media practitioners to disseminate knowledge and promote 

aspects of mental health literacy.  
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There is no denying that several methods need to be introduced by the Health 

Development Division in the Ministry of Health Malaysia. One of them is to promote mental 

health literacy among the community but still needs to cultivate in detail how the content of 

this promotion is digested by members of the community, especially the youth (Ministry of 

Health Malaysia, 2011). The trend of adolescent mental health literacy levels is in an 

increasingly alarming trend. This is evidenced through an increase in mental health problems. 

(Ahmad et al., 2015). Recently, the National Survey of Health and Morbidity related to health 

affairs showed a rather alarming finding that among the symptoms that are greatly feared by 

most youths in Malaysia is depression. As many as half a million people experience a national 

prevalence of depression (Institut Kesihatan Umum, 2020). This clearly shows that mental 

health literacy still needs a comprehensive approach especially to the youth. For example, the 

government has already provided a handbook as a tool, reference material in virtual form in 

the "myhealth" portal. Still, it needs to be further refined how this understanding of mental 

health literacy can be communicated to the community through methods outside the context 

of the book, from institutions-curriculum to community-friendly style (Castillo et al., 2019; 

Ministry of Health Malaysia, 2013). It is not to be expected that only the schools that play the 

role of educators but for a better effect on them, parents, peers, the mass media and even 

other informal educators can take appropriate action within the scope of their respective 

fields.  

Literature Review 

Past studies show that youths seek treatment and help from informal education 

agencies, and sometimes are unable to meet the needs and wants of the youths in solving 

existing problems (Lam, 2014). It indirectly involves the atmosphere in an individual's home, 

health care and encouragement, as well as the involvement of family members who indirectly 

acts as an informal educator in conveying messages from a professional to individuals 

involved with mental health problems (Ministry of Health Malaysia, 2013). Other studies 

suggest that the involvement of family members and friends is often defined as informal 

caregivers (Berry et al., 2019). This group can provide very significant and invaluable support 

to those with mental health problems (Hannan, 2013).  

As a result, there has been an increased emphasis on the need for better care planning 

and prevention through health education methods between community service, patients and 

their informal caregivers (Clegg et al., 2020; Jones et al., 2018). Family members who 
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associate with those with mental health problems, whether adolescents or youths who are 

part of the moral support system, should play and show positive values to ensure good 

emotional and stress management. Therefore, this informal education agent requires perfect 

understanding and education and strong motivation to launch the process of improving 

mental health literacy inadvertently. However, negative reactions from family members and 

friends need to be exposed and resolved with a proper understanding related to mental 

health. Initially, the model of informal education theory is used by focusing on the element 

that occurs in daily life, and informal education occurs unconsciously, without intention, and 

occurs continuously.  

Research on youth development that looks at aspects of informal education and 

development from an ecological perspective, the appropriate theory is that articulated by 

psychologist Urie Bronfrenbrenner. It summarizes the several layers of society that give 

influence on an individual in living life. In the context of informal education, it is referred to 

as informal education agent. These include peers, family members, neighbours, the culture 

of a community, the mass media and the environment. So, all these will play their own role 

whether consciously or unconsciously, they are the parties that will shape a community and 

reflect the image to other communities. In the framework of the theory has been stated with 

several levels including microsystem, mesosystem, exosystem, macrosystems and 

chronosystems. Five main layers that are a big theme to the stage of personality development 

of a youth. An individual is influenced by a set of social systems that interact with each other, 

from which young people interact directly at the micro level (family, peers, teachers, 

community members) to a greater extent; at another level (cultural change, political 

dynamics, economic trends) still have an impact on young people.  

Although basically, the psychological methods used are for child development, but the 

relevance of the relationship of the microsystem to the other system is applicable to other 

groups such as youth, adults, and the elderly. And the closest to an object of study is that 

which is in the microsystem. Usually the microsystem is the closest and it strongly influences 

the behaviour and attitude of a youth through the family context (parents) and followed by 

contexts outside the family (peers, neighbours and school) (Santo, 2018; Tan & Abiddin, 

2016). Various terms have been used by previous researchers to provide understanding 

related to their role in improving youth mental health literacy such as socialization agents 

(Hamzah, 2017), caregivers (Mugisha et al., 2019), informal supporters (Rossetto et al., 2018). 
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This study uses the term informal education agent because it looks at the scope of informal 

education. 

Informal educational elements such as high motivation and desire (to help) for youth 

need to be clearly understood by the agent closest to the atmosphere of a youth’s life. 

Generally, more teenagers and youths meet with parents and peers to express their feelings 

and talk about personal problems. No less also those who express themselves in social media 

nowadays (Mpungose, 2020). The informal educational process in curbing mental health 

problems is also done by leveraging technology (Clarke et al., 2014; Hui et al., 2015; Kauer et 

al., 2014; Pretorius et al., 2019; Richards & Tangney, 2008; Tay, 2018). In recent decades, 

information and communication technology (ICT) is widely used by many parties. Its 

interventions maintain priority, are comprehensive, easily accessible, cost-effective, and 

reach billions of people at any one time (Tennant et al., 2015; World Health Organization, 

2013). In this regard, the role of the mass media in the mainstream should be played out 

better than to encourage people with mental illness with a negative outlook to be used to 

enhance positive prejudice against those affected by mental health issues (Kelly et al., 2007; 

Tudor, 2013). How does the perspective of those around them look at this matter? A positive 

daily process will give good trust to all members of society in solving mental health problems. 

In this study, we want to describe the current understanding of mental health literacy 

and how it is realised in a community the informal education for mental health literacy 

improvement. Furthermore, this study provides an explanation related to the improvement 

of knowledge, changes in attitudes and practices on mental health management by youth. 

This includes their opinions on applying elements of informal education in society while 

answering how informal education agents apply their role to be better for Malaysian youth 

and thus contribute to a positive self-development process. 

 

Method 

In this exploratory study, we used a qualitative methodology. For data collection, we 

run six semi-structured interviews with mental health professionals from various agencies 

and one focus group discussion session with ten university students from March 2020 to Nov 

2020. Respondents' clinical and non-clinical experience between 2 to 30 years was assessed 

in detail. The interviews took place at their workplaces and via an online medium (due to the 

covid pandemic season). The researchers has obtained help in the form of views and ideas 
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from experts in mental health literacy problems. Therefore, the informant interviewed must 

be the person in charge of the field especially in Malaysia. The study also applied a snowball 

approach to the selection of informants in which one informant suggested the next informant. 

The study began with an interview with a psychologist serving the youth, and he then 

suggested the next informant to be interviewed.  

All informants are directly and indirectly involved in the phenomena being studied. 

With the number of respondents mentioned sufficient with each respondent conducted an 

interview session for between 50 to 60 minutes. The choice of respondents also depends on 

other factors such as research objectives, time, and financial resources (Patton & Fund, 2002). 

In controlling the data collection process, the researchers pay attention to ethical aspects and 

procedures. Before starting the data collection process, the researchers make a checklist that 

includes the draft to the questions that will be asked to the informant, then the researchers 

reviews the schedule that has been arranged including the time, place and location. After 

everything is done the researchers always gives reminder or update. In addition, the 

researchers provided actual information with respect. The researchers shared the original 

purpose of the interview being conducted naturally and personally. The researchers also tells 

the informant about the main background of the study for example, who you are as a 

researcher and why you are the researcher conducting this study (Burgess, 1991; Creswell., 

2014). Basically, all of the interview data is transmitted in the form of a Microsoft Word file 

except for conversations that have no purpose; like ha, em and the same kind of 

pronunciation and obscurity. A copy of the transcript will then be forwarded to the 

interviewee to confirm the content and accuracy of the interview. In general, this study 

utilizes in-depth interviews. However, basic guidelines when interviewing respondents are 

still needed in order for the process to answer the research question as much as possible to 

achieve the objectives of the study.  

The data collection activities in conducting this study required individuals from several 

fields who have been involved in improving and enhancing mental health literacy (either 

directly or indirectly). Selection of respondents that aims to help determine the appropriate 

informant. This includes also from among young people who also act as peers in improving 

mental health literacy. The number of informants in qualitative research is not given full 

attention but more to the data and the information obtained is more important by placing 

the level at which the data has reached the level of saturation and sufficient to answer all 
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research questions. However, there was no answer to the question of the number of 

respondents who were eligible in the qualitative study using the interview method (Bailey, 

2007). The sample size of the informants should be guided by the theory of data saturation 

which means that the collection of data will stop when very little new data is produced 

(Padgett, 2008) and based on the data that has been collected so that further data collection 

and analysis is no longer needed (Saunders et al., 2018). The interview guide covers 

respondents’ perceptions of aspects such as understanding the concept of mental health 

literacy, attitudes towards people with mental health problems, and barriers or challenges in 

strengthening mental health literacy. The table below shows the list of respondents: 
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Table 1. Selected Informant Details 
 

Number / 
label 

Collection data 
type 

Agency / party Position/career Time 
/medium 

 

Informant 
1 

Semi-structured 
interview 

Private 
University 

Psychologist Mac 2020/ 
face to 

face 
meeting 

 
Informant 

2 
Semi-structured 

interview 
Public 

University 
Youth  

(university level) 
May 

2020/ 
online 
zoom 

meeting 
 

Informant 
3 

Semi-structured 
interview 

Public 
University 

Practitioner 
/Psychologist 

May 
2020/ 
online 
zoom 

meeting 
 

Informant 
4 

Semi-structured 
interview 

Public Hospital Psychiatrist July 2020/ 
online 
zoom 

meeting 
 

Informant 
5 

Semi-structured 
interview 

Ministry of 
Health, 

Malaysia (KKM) 

Senior Principal 
Assistant Director 

August 
2020/ 
online 
zoom 

meeting 
 

Informant 
6 

Semi-structured 
interview 

Public Hospital Psychiatrist August 
2020/ 
online 
zoom 

meeting 
 

Focus 
group 

discussion  

Focus group Public 
University 

Youth  
(university level) 

Nov. 
2020/ 
online 
zoom 

meeting 
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Analysis and interpretation of data used interpretative phenomenological analysis 

(IPA) (Smith & Osborn, 2007). Typically, IPA researchers will focus on homogeneous samples 

since this study uses a phenomenological approach because it involves detailed observations 

and examinations of respondents' life experiences. In addition, IPA provides an analytical 

framework to understand the context or experiences experienced by respondents. Therefore, 

a small sample selection is very useful for studies conducted using IPA. This allows sufficient 

in-depth engagement with each respondent by enabling detailed examination related to 

similarity and difference, convergence and divergence (Pietkiewicz et al., 2014). It should also 

be noted that performing qualitative data analysis like this requires iterative work instead of 

linear. It also involves very close interaction between the researcher and the text of the 

interview transcript. As a qualitative researcher, it requires using interpretative resources to 

make sense and understand what the respondent is saying. Still, at the same time, the 

researchers also constantly examines one’s thinking on what the respondent is said (Smith, 

2007). Then, after finding some suitable data, the researchers also used data-driven methods 

for the coding research process (DeCuir-Gunby et al., 2011). 

 

Findings and Discussion 

From the interview sessions conducted, the researchers identified several themes that 

have been arranged in the following table. The themes refer to understanding mental health 

literacy, support system, and challenges faced by youth. A summary of the themes and 

examples of excerpts from the interviews are included in Table 2. Many respondents agreed 

that mental health literacy depends on the cultural context constructed by communities and 

informal education agents. Also, the support system and the role of those around the youth 

is seen as important. During the interviews, respondents shared their experiences in helping 

youths manage stress in daily life, thereby improving their mental health literacy. The average 

respondent stated that the need for a positive psychological approach should be given 

attention to this group to help them become more proficient in stress management such as 

basic techniques described by applying good and effective communication and displaying 

attractive and good character with a smile to the youth. This includes practicing good 

attitudes such as celebrating a small thing that is in a youth, celebrating the goodness that is 

in them, and words like this will bring good and positive emotions and then allow them to go 



The Joint Conference of AHRD-ARACD 2021 

 

821  

through a process of experience sharing and storytelling between youth and informal 

education agents (Informant 1). 

When discussing communication then it is divided into several ways, among which are 

synonymous and common these youths interact through cyberspace. The challenges of the 

digital world in this era allow youths to communicate with each other through multiple social 

media platforms capable of connecting people and conveying information regardless of 

distance and location. It also has some effective facilities such as time savings and affordable 

operating costs (Ridout & Campbell, 2018). Informal education is able to provide information 

to youth, especially in daily life. Hence this information needs to be converted into knowledge 

that can help the youth to manage their daily lives well (Chepkuto et al., 2014). Knowledge 

related to mental health can only be adapted to changes in the mindset, attitude and behavior 

of the youth in turn can promote to improve mental health literacy. 

Thus, communication through digital sites requires an appropriate approach for 

adolescents and youth. If this aspect of communication is not managed well, it may lead to 

misunderstandings such as if a youth sends an email to a friend, but the email is not answered 

or does not get any response for a long time, then there is a misunderstanding and negative 

perception. This shows that, youths can be affected by routine daily activities, trivial and 

involving even small things can have an impact on the emotional feelings and mental health 

levels of youths. Sometimes it can create a feeling as if self is not valued. So communication 

relationships in the virtual world have their own elements that need to be seen in depth and 

require techniques that are appropriate to the youth (Levine, 2015). In this situation the youth 

themselves need to be positive and think maturely. Early youths in adolescence are usually 

immature in thinking and performing an action that causes them to be very easily influenced 

by surrounding factors (Rumeli et al., 2021). 

This positive psychological method applies to all informal education agents to confront 

youth in improving mental health literacy. Because youths are very unique and have 

complicated internal and mental situations, so with the psychological approach it is easier for 

these informal education agents to face the challenge of understanding the real life situations 

of youths. This is seen as important because to more easily reach out to the youth and make 

it easier for them to share problems and stories with other informal education agents. What 

is important is that the psychological approach that should be used by informal education 
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agents is to bring a sense of comfort to young people and it will lead to steps of knowledge 

sharing sessions, skills, and attitude formation towards improving mental health literacy. 

When this process can be perfected to the youth, then this can facilitate the process 

in changing their thinking and mindset to take appropriate action in improving mental health 

literacy. The appreciation given to this group, though small but for the youth it is very 

important to present a sense of excitement (Ariffin et al., 2017). When they get a response, 

appreciation, praise from others, they will be easier to approach. Therefore, youth should be 

approached with a more comprehensive approach and full of awesomeness to instil a strong 

sense of motivation and desire for them to take practical steps for improving mental health 

literacy. 

Next things need to be discussed in the context of informal education in an ongoing 

manner. The efforts and roles carried out by informal agent’s education need to be 

implemented continuously in life. It cannot be carried out in phases, but it encompasses from 

all aspects of activities in daily life. Implemented by the government and non-government 

and when it does not involve a specific time frame, it is in line with the characteristics of 

informal education which is different from the philosophy and nature of formal education 

that is time-based. The life activities of young people are synonymous with the informal 

education agents mentioned in the table below such as the example of social media that 

brings and shapes influence to the youth. therefore, these challenges need to be overcome 

and played a role to be harnessed towards the development and improvement of their mental 

health literacy. 

 

Table 2. Summary of Themes Identified in The Interview and Sample Excerpts 

Theme  
 

Code  Description Quotes example 

 
The role of 
informal 
education agents 

Family  Family 
members 
provide 
emotional 
support and 
social therapy 
to other 
members 

“…Psychology is health education, 
psychotherapy, we empathise with 
social therapy. This social therapy 
means family, community support, 
we empathise with recovery, 
empathise with work, finances, 
accommodation” (Informant 4). 
 
“…Because, for me, the factor that 
really affects a youth is the first 
family, because I have met a family 
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that behaves strangely. Not normal, 
it may not be normal. The second 
factor is financial, and the third factor 
is a relationship such as a love 
relationship, It's normal for young 
people to have a lot of problems...” 
(Informant 2). 
 

NGO NGOs 
promote 
mental health 
management 
methods and 
other 
activities 
related to 
mental health 
literacy 

“…there are part of Laman Minda, we 
have NGOs, there are also their have 
their own face book, Mental Health 
Association Sarawak, he has his own 
face book, MIASA he has his own face 
book, then another one is a group 
that we say help line. This is the 
helpline. So like this Befrienders, let’s 
say like we need someone to talk to 
we encourage people Befrienders” 
(Informant 4). 
 

Peers Among the 
actions 
required from 
peers are 
socialising 
others, keep 
asking 
common 
dialogue, 
active 
listening/ 
listen 

“…Peers play a very important role. 
Our university also got peer 
counselling in volunteers. We train 
them to be counsellors as peers ... in 
a way for me the peer counsellor is a 
classroom setting, but it can also 
be…” (Informant 1). 
 

Mass media  The mass 
media 
becomes an 
influencer to 
the youth, 
including print 
media 
(Newspapers, 
Magazines) 
and 
broadcast 
media (TV, 
Radio) 

“…to me dimension that the simplest 
one. Another dimension would be 
media. What and how does media 
portray mental health and mental 
illness? Usually, you look at dramas, 
movies. Mental illness usually very 
dramatic, they very extreme, like 
‘Jocker’ is very extreme. Yes. Call the 
TV, social media, newspaper, go to 
magazines, gives talks, go to 
boarding school, (laughter) for 
everybody very important.” 
(Informant 1). 
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Social media Page related 
to mental 
health has a 
positive 
influence on 
youth. These 
include 
various 
functions: 
Social 
networking 
(Facebook, 
LinkedIn, 
Google+). 
Microblogging 
(Twitter, 
Tumblr). 
Photo sharing 
(Instagram, 
Snapchat, 
Pinterest). 
Video sharing 
(YouTube, 
Facebook Live, 
Periscope, 
Vimeo). 

“…What is easy is social media… to 
convey a message ..for example with 
Twitter, create a tread, and with a 
language that people easily 
understand ..Pages with public 
figures are also important in this 
discussion, for example on Instagram 
many have now shared about the 
symptoms, the factors that many 
people are not mentally healthy...” 
(Focus group discussion) 
 
“…The current evolution is related to 
technology, social media, for 
example two years ago, there were 
games on Instagram, teenagers who 
took suicide after doing a poll on IG 
who asked should I die? And I think 
this is a disorder/ addiction gadget, 
apart from that, there is also a 
gaming disorder for today's youth. 
There are those who don't eat or 
drink just to limit their daily 
gadgets…” (Informant 5). 
 

Expert/ 
caregiver 

experts and 
professionals 
such as 
psychiatrists, 
psychologists, 
counsellors, 
ministry 
officers act 
actively by 
performing 
the process of 
recognising, 
acknowledge 
and contribute 

“…They need to think about how to 
get these youths interested, need to 
have a mental health day, talk in 
forums, do exhibitions, interactive 
programs, build modules for 
activities that can promote mental 
health literacy… these people also 
need to do something that can and is 
easy achieved by the public, 
encourage them…” (Informant 3). 
 

Mental health 
literacy 
conceptualisation 

Daily life It happens and 
is very close in 
daily activities 

“…Thus, this mental health literacy is 
encompassing our daily lives, how 
one manages oneself, manages time, 
communicates with others, the 
function of daily activities can be 
implemented to be productive…” 
(Informant 6). 
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Normalisation 
process 

Every effort to 
make the topic 
of mental 
health literacy 
commonplace 
in the 
community is 
needed. 

“…We have to correct the wrong 
ideas then we have to make this topic 
of mental health normalise because… 
'make mental health a topic at coffee 
talk' so people will sit at the coffee 
shop, he is not just a story about a 
mass he will tell me about having 
mental problems like this like this 
people will normalise the topic of 
mental health…” (Informant 4). 
 

Cultural 
appropriation 

Continuous 
effort on 
cultural and 
tradition 
construction 
by the 
community 

“…he has a different kind of culture. If 
he reads there, he is not ashamed. He 
seems to want to tell ‘I have my 
psychiatrist’, if here our culture is to 
let people know that we have 
received treatment, it will be a kind of 
shame. So it's our culture ... the 
Malaysian culture itself…” (Informant 
1). 
 

Help-seeking All actions and 
activities that 
lead to the 
search for help 
when stressed 

“Usually I go to see professionals, 
apart from that, I can also see 
Mentors or seniors who are older 
than us and I am also used to when I 
sleep stress, I think it's my therapy. in 
the evenings, jog with friends, do 
physical activities, and most of all, 
share stories with close friends.” 
(Focus group discussion) 
 
“…In addition, teenagers also need to 
engage in healthy activities such as 
sports to achieve physical and mental 
health. The role of friends to create a 
good environment must be open and 
for example, if teenagers are 
studying, they need to manage time, 
sometimes sleep or even think too 
much. Can cause mental health 
problems…” (Informant 6). 
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Conclusions 

There are various ways available from the environment and informal educational 

agents to enhance knowledge, attitudes and practice. Considerations related to the 

involvement of informal education agents are reunification of existing roles to help youth 

improve mental health literacy. With the availability of scientific studies related to the role of 

informal education agents like this, then the public will get a clear understanding to improve 

and expand the assistance of this multidisciplinary support team. However, there are some 

shortcomings that have been identified such as for example there is still a lack of programs 

scientific studies to promote self -care as well as group health care. In addition, there is a lack 

of advocacy that requires cooperation between several agencies, namely the university and 

other education agencies to place this mental health agenda as a major issue that needs to 

be resolved. Although there have been models for health education but those focusing on 

mental health are very few. Similarly, the efforts of the ministry of health to promote 

materials through posters and documentaries broadcast on television to further improve 

mental health literacy but it is not a continuous effort.  

For example, a documentary entitled "Apakah itu Kesihatan Mental" was shown on 

television in 1997. This is a long-standing effort but if observed this year, there are no more 

documentaries or ongoing programs shown on television. While mass media such as TV, 

radio, websites, and other social media are very close to the youth to share information 

related to mental health literacy. If this problem is not solved, then the youths who are seen 

to be the leaders of the country in the future will be in trouble later. The human resources 

needed by various industries will be affected as youth are unable to address mental health 

literacy problems. Youth with low mental health literacy rates are more vulnerable to the risk 

of mental problems and consequently the potential for getting mental illness is greater. 

Bad stigma and wrong perceptions of mental health can be reduced and create good 

and physically and mentally healthy youth and a more prosperous community. Mobilisation 

to all parties needs to be compatible and balanced and achieve the same goals. Most 

importantly, the overall component in mental health literacy can be improved. In terms of 

education is very important to the improvement and enhancement of the level of knowledge 

about mental health literacy itself. In addition, education plays an important role in the 

formation of attitudes and practical to the practice that will be applied in daily life. Without 
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the perfect aspect of education then the existing efforts that have been made by educators 

formally or informally there will always be gaps. 
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Abstract 
 

The purpose of this study is to determine the levels of mental health literacy and 
to examine the psycho-social factors associated with mental health literacy 
among university students during the COVID-19 pandemic. This study is cross-
sectional, quantitative research using convenient sampling techniques with 200 
respondents. Data were collected using questionnaires and analyzed using 
descriptive analysis. The findings show that university students have moderate 
to high levels of mental health literacy and are positively associated with psycho-
social factors.  
 

Keywords: mental health literacy, university students, social support, family support, peer 
support  
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 Abstract  
 

Women’s participation in jobs that are traditionally dominated by males such as 
management is increasing in number. Despite this development, women still face 
many challenges in the workplace such as discrimination that exist in 
organizational structures and policies which affect their well-being. Research also 
demonstrated that work well-being is significantly related to job performance 
which justifies the need to examine the lack of women in top management 
positions from a work well-being perspective. In Malaysia, this phenomenon is 
obvious not only in private sectors but also in public sector organizations. Using 
women managers from Administrative and Diplomatic Service (ADS) as 
respondents, the study identified three groups of potential predictors using 
Strength-Based Inclusive Theory of Work (S-BITof work) as the underlying theory. 
The three groups are contextual support/barriers, promotive work context, and 
positive individual characteristics which then lead to a conceptual model of 
women managers' work well-being.  The paper could offer practical intervention 
for human resource development practitioners in planning and executing 
development programs and training that can enhance women managers' work 
well-being. 
 

Keywords: Work well-being, women managers, public sectors, fulfilling work 
 

Introduction 

Work plays an important role in one’s life as people spent more than half of their lives 

in the workplace. However, the demanding nature of jobs and the workplace has put 

employees’ health and well-being under a threat. Poor employee well-being has been 

associated with job burnout, lack of commitment, poor job performance, turnover intention, 

and various health and mental issues (Boxall & Macky, 2014; Fei et al., 2017; Guest, 2017; 

Page & Vella-Brodrick, 2009). Thus, enhancing employee well-being at work is key to ensuring 

proper employee functioning which leads to more productivity and performance (Boxall et 

al., 2016; Taris & Schaufeli, 2015). Issues that affect employee well-being such as 

discrimination that exist in organizational structures and policies are still prevalent among a 

certain group of workers due to their gender, religious or social-economic background (Abadi 

et al., 2020; Allan et al., 2018). Women in managerial career often received scholarly attention 
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due to challenges and career barriers they faced. Despite more opportunities for women to 

join management careers, in many parts of the world, women are still left behind in their 

career development. Works even tougher for women particularly in a society where culture 

and norms defined specific gender roles that affect women’s career choices, patterns, and 

conceptualizations of success (Afiouni, 2014). Thus, focusing on work well-being is one 

particular area that the researcher claimed would enhance job performance (Guest, 2017).  

In Malaysia, wide opportunities for higher education resulted in more women joining 

professional careers such as management. This trend is also evident in public sector 

organizations where women joining managerial and professional jobs are almost at equal 

number to men. In the study, women from Administrative and Diplomatic Service (ADS) are 

taken as a sample of women managers in the Malaysian public sector. ADS service was the 

first civil service scheme in the Malaysian government in which the first participation of 

females in the service was recorded in 1967 (Yousof & Siegel, 1994). Previously regarded as a 

male-dominated career, the current scenario in ADS service was changed. Currently, women 

joining the service in a greater number, but data showed that only a few women held top 

management positions. This scenario is not unique to Malaysia as even in most developed 

countries, the number of women in a top management position is still exceptionally low 

(Calinaud et al., 2020; Einarsdottir et al., 2018).  Women faced more challenges in the 

workplace which impacted their well-being at work and job performance (Abidin et al., 2009; 

Achour et al., 2019; Wang et al., 2018). Negative experiences at work would affect women's 

effectiveness as leaders (Abadi et al., 2020). As previous research conducted on women’s 

issues in management recorded different challenges to their career such as cultural values, 

gender stereotypes, and glass ceiling phenomena  (Abadi et al., 2020; Babic & Hansez, 2021; 

Fei et al., 2017; Glass & Cook, 2016; Jauhar & Lau, 2018; Omar & Davidson, 2001) studies on 

work well-being of women managers especially in public sector organizations are still limited 

(Achour et al., 2015; Fei et al., 2017).  

Research showed that women in male-dominated jobs tend to shift their focus from 

objective career outcomes towards more subjective career outcomes such as career 

satisfaction (Y. Lee & Lee, 2019). Attaining fulfilling work is also considered as an important 

subjective work outcome that can contribute to a greater feeling of well-being and positive 

self-evaluations especially for the marginalized group (Allan et al., 2019). In the same vein, 

this study conceptualized work well-being as attaining fulfilling work using Strength-Based 
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Inclusive Theory of Work (S-BIT of work) as the underlying theory to understanding women's 

work experience in a managerial position and its impact on their work well-being (Owens et 

al., 2019).  According to the theory,  fulfilling work is a manifestation of work well-being which 

connotes a “complete sense of well-being and flourishing at work” (Allan, Owens, Sterling, 

England, & Duffy, 2019, p.269). The theory proposed three conditions that influence the 

experience of fulfilling work; promotive work context, contextual support/barrier, and 

positive individual characteristics. All variables selected in the study represent the three 

components suggested by the theory. Hence, the study aims to propose a model of work well-

being of women managers in the Malaysian public sector using the Strength-Based Theory of 

Work. 

Conceptualizing Employee Well-being 

The study of well-being is mainly rooted in two philosophical perspectives of well-

being, the hedonic well-being (pleasure, enjoyment, comfort) and eudaimonic well-being 

(growth, authenticity, meaning) (Deci & Ryan, 2008).  Individual well-being or generally 

known as subjective well-being (SWB) often referred to as the affective state people 

experience in their life. This includes cognitive judgment (satisfaction with life) and affective 

reactions (positive and negative feelings) according to their subjective evaluations of their 

lives (Diener & Ryan, 2008). However, this conceptualization had been contested by other 

scholars (Ryff, 1989; Van Horn et al., 2004) with the argument that wellbeing is not just limited 

to the affective domain but also included behavioral and motivational elements. Through this 

concept, Ryff & Keyes, (1995) introduced six dimensions of psychological well-being, and later 

in work well-being, this concept was adopted by Horn et al., (2004) who introduced five 

dimensions of work-related well-being,  shown in Table 1.   
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Table 1. Multidimensional conceptualizations of well-being 

Ryff’s (1989) context-free conceptualization of well-being 
 

Self-acceptance Individual’s positive self-evaluation about self  
Personal growth Positive attitude towards self-development and openminded  
Purpose in life Have a purpose and meaning in life  
Positive relations 
with others 

Have warm and satisfying relations with others  

Environmental 
mastery 

The capacity to manage life effectively 

Autonomy A sense of self-determination and independence 
 
 

  

Van Horn et al.’s (2004) conceptualization of work-related well-being 
 

Affective well-
being 

Job satisfaction, organizational commitment, emotional 
exhaustion/fatigue 

Professional well-
being 

Aspirations, competence and autonomy 

Social well-being Depersonalization and ability to establish good relations with 
colleagues 

Cognitive well-
being 

Cognitive functioning – the ability to concentrate at work 

Psychosomatic 
well-being 

Health-related complaints such as headaches and back pains  

Source: Taris & Schaufeli, (2015), p18. 
  

Studies of well-being applied in the work domain are directed towards negative 

experience (mental and physical strain in job settings such as burnout) or positive work 

experience (job satisfaction, work engagement, work meaningfulness) (Bakker, 2015; 

Mäkikangas et al., 2015). Research tends to relate affective well-being in the job domain to 

job satisfaction (Erdogan et al., 2012). However, according to Grant et al. (2007), confining 

employee well-being to just job satisfaction is a misunderstanding of the concept of work 

well-being. Instead, employee well-being according to him connotes broader meaning as “the 

overall quality of an employee’s experience and functioning at work” (p.52). A  

multidimensional conceptualization of well-being provides a better understanding of 

predictors of work well-being (Bakker, 2015; Taris & Schaufeli, 2015; Van Horn et al., 2004; 

Zheng et al., 2015). Hence, this study adopted a multidimensional approach in the 

conceptualization of employee well-being which will be termed as fulfilling work.  

Recent development in vocational and positive psychology literature has seen scholars 

expand the conceptualization of work well-being into attaining fulfilling work. According to 
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Allan et al., (2019) p.269, fulfilling work as “a holistic and complete sense of wellbeing and 

flourishing in the work context” is an important outcome of work that promotes overall well-

being. Adopting a multidimensional approach, fulfilling work is a combination of positive work 

experiences that are being developed over time encapsulating the aspects of growth, 

meaning, values, and work engagement. Pertinent to the proposed model of women 

managers’ well-being, this study adopts the conceptualization of fulfilling work as work well-

being which includes career satisfaction and work meaningfulness as components of work 

well-being.  

 

Theorizing Women Managers Work Well-being 

The Strengths-Based Inclusive Theory of Work (S-BIT of Work) 

The Strength-Based Inclusive Theory of Work (S-BIT of Work) is a theory that explains 

the conceptualization of fulfilling work as work well-being. This theory explained factors that 

promote or impede fulfilling work for diverse groups of individuals including the marginalized 

group of workers (Allan et al., 2019).  The central idea of the theory is that in principle, people 

have a desire to find meaning and the urge to improve their work well-being even in difficult 

circumstances. However, structural variables such as access to resources and promotive work 

contexts, influence who is more likely to experience fulfilling work. In addition to that, 

individual characteristics provide means to increase the likelihood of experiencing fulfilling 

work. The relationship between variables is shown in Figure 1. 

 

 

Figure 1: The proposed strengths-based inclusive theory of work 
Source: (Owens et al., 2019, p. 5) 
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The theory posits that individuals with greater contextual supports and fewer contextual 

barriers are more likely to attain promotive work contexts. Promotive work contexts such as 

a supportive environment will enhance fulfilling work. Besides that, both contextual support 

and promotive work context foster positive individual characteristics that lead to fulfilling 

work. On the other hand, enacting positive individual characteristics can also maximize 

contextual support and positively influence work context which then promotes fulfilling work. 

In short, it is the integrative role of contextual factors (support/barriers), promotive work 

context, and individual positive characteristics that facilitate the experience of fulfilling work. 

Based on the theoretical assumption of this theory and support from literature, the study 

selected a few variables which then incorporated into a model of fulfilling work for women 

managers in the public sector. 

 

Proposed Model of Women Managers Fulfilling Work 

Contextual support/barriers (perceived social support and work-family demand) 

Perceived social support is defined as the perception that one is cared for by others 

and has a reliable social network that can be turned to in times of need (Taylor, 2011). Social 

support may come from family, relatives, friends, co-workers, and supervisors, or leaders in 

a working or non-working environment. Social support can be classified into different forms 

such as informational, instrumental, and emotional support (Taylor, 2011). Informational 

social support is related to the availability of help in acquiring information, knowledge, advice, 

and learning from the experiences of others. Through such information and advice, it can 

guide individuals to make decisions in a time of stressful events. Instrumental social support 

involves tangible things such as providing foods, essential goods, and financial assistance. 

Emotional support involves intangible elements such as trust, acceptance, love, respect, 

understanding, and empathy. In this study, perceived social support is operationalized as the 

availability of support women managers think they can receive from their social network 

regardless of support type and from whom it is provided. Studies have shown that the 

perceived social support increased job satisfaction and has a protective effect against 

psychological stress which increase work performance and career satisfaction especially 

among women professionals (Feng et al., 2018; Takawira, 2020) 

Work and family are interrelated, and both are known for their bi-directional impact 

on employees’ work outcomes (Demerouti, Peeters, & van der Heijden, 2012). This is more 
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pertinent among women managers as they are adding a non-traditional role to the existing 

traditional gender role. Past research has shown that work-family conflict has a detrimental 

effect on employee psychological wellbeing (Babic & Hansez, 2021; Koyuncu et al., 2012), low 

job satisfaction, and organizational commitment (Fei et al., 2017). A cross-cultural study on 

the effect of work-family demand on well-being in Taiwan and the UK also reported negatively 

related to well-being. Based on the above discussions, we proposed that: 

 

H1: Contextual support/barrier - perceived social support has a significant positive 

relationship while work-family demand has a significant negative relationship with women 

managers’ well-being. 

 

Promotive work contexts (perceived developmental HR practices and ethical leadership) 

Perceived developmental HR practices refer to the degree to which employees 

perceive that their developmental needs are being supported by the organization’s HR 

practices. HR practices are known for their function to increase employees’ skills, 

commitment, and motivation to boost productivity, job performance, and employee well-

being (Marescaux et al., 2019).  There are different terms used to represent HR practices such 

as high performance, high involvement, high commitment work practices, all garnered 

towards enhancing organizational performance (Saridakis et al., 2017). However, the 

implementation of HR practices varies between organizations and how management 

implements HR practices has an impact on employees’ attitudes and behavior (Van Beurden 

et al., 2021). Thus, the study finds it is important to assess the perception of HR practices from 

the view of women managers as it affects their attitude and well-being.  

Ethical leadership is defined as “the demonstration of normatively appropriate 

conduct through personal actions and interpersonal relationships, and the promotion of such 

conduct to followers through two-way communication, reinforcement, and decision-making” 

(Brown et al., 2005, p. 120). The most important characteristics for ethical leaders are 

honesty, integrity, and trustworthiness (Brown et al., 2005). Ethical leadership is important as 

it has a positive effect on the employee’s work outcomes. Past studies indicated that ethical 

leadership is positively related to employees’ motivation, job satisfaction, performance, and 

well-being (Brown et al., 2005)(Brown & Treviño, 2006; Chughtai et al., 2015; Sarwar et al., 

2020).   More importantly, ethical leadership will cultivate a sense of trust and work 
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engagement (Ugwu, Onyishi, & Rodríguez-Sánchez, 2014) upon which they can connect and 

engage followers’ self-concept. Based on the above discussions, we proposed that: 

 

H2: Promotive work context - developmental HR practices and ethical leadership have a 

significant positive relationship with women managers’ well-being. 

 

Positive individual characteristics (religiosity and resilience) 

Most of the public sector employees in Malaysia are Malays which in the Malaysian 

context means Muslims. Islam has a major spiritual influence on every aspect of Muslim life 

including work. In Islam, work is not just a profession but regarded as a religious duty that will 

be rewarded in the hereafter (Bouma et al., 2003). Work in Islam has a spiritual transcendence 

that gives meaning and sense of purpose. Religious practices and beliefs have a significant 

impact on an individual’s attitude and behavior, especially concerning stress management. 

Previous studies show that religiosity help to alleviate job strain which improves work well-

being among women academicians and nurses (Achour et al., 2015, 2019).  A study by Pandey 

& Singh (2019) on religious coping also revealed that it buffers work-family conflict and 

increases job satisfaction.  

Resilience is the ability to bounce back from setbacks and remain positive when facing 

difficult circumstances (Mishra & McDonald, 2017). Resilience is an important personal 

resource that helps an individual to be more agile and strong when facing work pressure 

(Tonkin et al., 2018).  In this study, resilience is operationalized as the ability of women 

managers to see opportunities in a difficult situation instead of threats which enables them 

to find solutions and solicit external support in tackling their problems. Working in an 

environment that is considered a men’s world requires women managers to have the 

exceptional quality to embrace pressure and work challenges. Past studies showed that 

resilience provides a buffer from adversity effect of job stress and pressure in a demanding 

job such as nurses (Brennan, 2017) and typical gender stereotypes among women managers 

(Sánchez & Lehnert, 2019).  Individuals who had high level of resilience had high level of life 

satisfaction and low level of depression (Mak et al., 2011; Tonkin et al., 2018).  In work 

settings, constant work pressure and challenges faced by women managers such as glass 

ceiling, discrimination, and sex stereotype require a strong mental capacity. Based on the 

above discussion, we proposed that: 
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H3: Positive individual characteristics (religiosity and resilience) has a significant positive 

relationship with women managers’ well-being. 

 

A model of women managers' works well-being is proposed in figure 2. It consists of 

six predictor variables (i.e. perceived social support, work-family demand, developmental HR 

practices, ethical leadership, religiosity, and resilience). The selection of variables and 

proposed relationships were made based on the underlying theory and support from previous 

works of literature. 

 

Proposed Model of Women Managers Work Well-being 

 

Figure 2. Model of Women Managers Work Well-being 

 

Conclusion and Implications for Theory and Practice 

The purpose of this paper is to develop a model for women managers' work well-being 

in public sector organizations. Work well-being is conceptualized by fulfilling work based on 

the strength-based theory of work (S-BIT of work) (Owens et al., 2019). The model is built 

based on theoretical assumptions that contextual factors (support/barriers), promotive work 

context, and individual positive characteristics will facilitate the experience of work well-

being. Despite addressing the issue of women managers’ career development, the study only 
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focuses on women managers in public sector organizations which then limits the 

generalizability of the model to women managers in other sectors.   

In conclusion, being in a male-dominated job does not deny the right of women to 

attain work well-being. Despite pressures or discrimination that exist in the workplace which 

potentially become a threat to women’s work well-being, several interventions could be 

introduced to support women's career development. This highlights the important role of 

organizational supports particularly the human resource development practitioners in 

planning and executing development programs and training that can enhance women 

managers' work well-being as well as find a more balanced approach which finally leads to 

increased job performance.    
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Abstract 
 

Studies on working sandwiched women rarely examined the influence of culture 
and religion on elderly caregiving. Culture and religion are essential that will 
affect both work commitments and personal matters. This study explored how 
culture and religion influence working sandwiched women’s decision for 
becoming elderly caregivers and its consequences. Seven working sandwich 
mothers from different religions and ethnicity were interviewed. Sandwich 
mothers were motivated to participate in elderly care due to the sense of 
responsibility and no other available caretakers. Sandwich mothers experienced 
both positive (self-satisfaction, received support from the elderly) and negative 
(physically tired and negative emotions) consequences of the elderly care. This 
study may serve as an awareness and knowledge for human resource 
practitioners on the condition of sandwiched women who is also an elderly 
caretaker and develop strategies to ensure the well-being of sandwiched women 
and interest of the organisation is well taken care of. 

 
Keywords: working sandwiched generation women, elderly care, culture, religion 
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Abstract  
 

The purpose of this study was to examine the effects of work-life conflict in 
relation to socioeconomic status. Areas of focus were to analyze if 
socioeconomic status and financial stress play a role in work-life conflict tactics, 
and if HRD policies and procedures effectively provided tactics for those 
struggling to separate their personal and professional lives. Data were collected 
anonymously from a comprehensive university in the Midwest to analyze the 
effects these participants experienced based on their economic class and their 
ability to effectively separate their work and personal lives for a healthy work 
life integration. The results from this study indicate that there are successful 
tactics participants integrated to separate these two aspects of life, though 
participants reported financial stress played a large role in their overall ability 
to manage work-life separation entirely. 

 
Keywords: work-life conflict, stress, finances, work-life integration, socioeconomic status. 
 

 

Introduction 

 Many individuals today work 40+ hours to provide for their family’s needs, but they 

still find it hard to make ends meet even working full-time jobs. This challenge may become a 

stressor when pressures from the roles in both the domains of work and family become 

mutually incompatible resulting in work-life conflict (Bakker & Guerts, 2004). Work stressors 

can lead to less motivation at home for individuals to be involved in family matters and 

interactions with family; financial burdens leave working individuals in constant stress to 

afford necessary items the family needs to operate daily. Two types of work-life conflict, 

work-to-home interference (WHI) and home-to-work interference (HWI) occur for both male 

and female employees; however WHI occurs 3 times more often than HWI (Bakker & Guerts, 

2004). These issues can be exacerbated in university life (Beigi, et al., 2020; Eversole et al., 

2020; Fontinha et al., 2019). 

 This work-family conflict is particularly important in organizations today since 

employees’ work and family lives have overlapped due to heavy work commitments (Afzal & 

Farooqi, 2014). Work-life conflict and work-life balance are increasingly becoming important 
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topics in the HRD literature (Beigi et al., 2020; Eversole et al., 2020; Wood, et al., 2020). We 

use life and family interchangeably in this paper and work-life balance can be thought of as 

the absence of work-life conflict. With work playing such a large role in daily life, there is clear 

evidence the stressors from work impact life at home. Linking this to socioeconomic status, it 

is reasonable that those who make less income would be more likely to have a healthy work 

life balance when there is a constant worry about finances. Those employees with a lower 

SES face difficulty when finances from their job(s) are unable to meet the needs for their 

families. Greenhaus et al (2003) noted that work-family balance can be either positive or 

negative, depending on the levels of time, involvement, and satisfaction. With the constant 

worry of finances, meeting due dates for bills, family having food, etc. one’s overall success 

in the workplace can be jeopardized if their concentration and focus is on worrying about the 

needs of their families. Moreover, the stress from work can be brought home and can cause 

lack of interest or motivation with the family.  

 Researching how socioeconomic status plays a role in one’s ability to create a healthy 

work-life balance could greatly impact HRD practitioners’ ability to help solidify resources for 

their employees. Not only can having low income affect the structure of the household, but 

it can cause one to create added stress, get depressed, or become anxious while in their work 

setting. Although our workweek is ostensibly 40 hours, usually added to that is long 

commuting times, and for women, heavy family commitments (Gangwisch, 2014). These 

family commitments are usually disproportionately borne by women. One must also factor in 

childcare, car maintenance, and meals before and after work.  With constant worry and 

concern on how to make ends meet, many consider obtaining part time jobs on top of their 

full-time job to receive additional finances, cutting down on time at home with family and 

interfering with personal and professional relationships.  

Not only can constantly worry over finances affect one’s family life, but it can also 

cause added mental health problems with constant stress and anxiety to make ends meet. 

Lower status not only affects individuals on an income-based scale; but lack of benefits and 

job security also add to the additional stressors many faces daily who are in lower 

socioeconomic status (Gangwisch, 2014).    
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Research Questions 

The three specific research questions for this study included: 

1. How does socioeconomic status affect an employee’s ability for effective work life 

integration? 

2. How does financial stress affect an individual’s ability to function personally and 

professionally? 

3. How can HRD practices and policies assist work life needs of their employees? 

 

Literature Review 

Work-life integration is essential for individuals to be proactive in their work habits as 

well as their work absorption, while also factoring into an individual’s personal presence at 

home when with their families and tending to matter within the household. This study 

expands existing work life literature to more closely examine how one’s lower or higher 

socioeconomic status can greatly impact one’s work. Results can help educate HRD 

professionals and generate ideas on how to obtain and provide resources for an individual’s 

use. Gaining appreciation over said topic would be useful with the HRD field as it can affect 

employees from a lower socioeconomic status (SES)  by not only ensuring they can  meet their 

needs within the workforce but also improve their “quality of non‐work life (QNL), a construct 

that assesses an individual's non‐work‐related well‐being and the extent to which his or her 

roles as a parent and a spouse or other roles in non‐work activities are rewarding, fulfilling 

and devoid of stress and other negative personal consequences” (Md-Sidin, et al., 2010, p. 

62). 

Work-Life Conflict 

 Work-life conflict affects many individuals who have difficulty having a healthy 

balance between their personal and professional life. This could be as simple as taking work 

calls off the clock, up to missing work for family events. An unhealthy balance can cause 

several problems such as loss of employment for their professional side and missed family 

events for their personal life. “When referring to work-life conflict, the main objective is to 

note the disadvantages work pressures can have on home life, and vice versa. Work life 

conflict is best described as a person’s attitudes, emotions, skills and behaviors produced in 

one domain (either work or personal life) flow into the other” (Bell, et al., 2012 p. 25). With 
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constant flow between the two factors in one’s life, it is easy to see how this can become 

overwhelming. With the constant overload of workplace tasks, many leave works feeling 

anxious, stressed and overwhelmed by the time they arrive home, and find it difficult to 

separate their professional and personal lives, experiencing a spillover or interference from 

one domain into the other (Bell, et al., 2012). What is less clear is how socioeconomic status 

influences work-life conflict (Kim& Cho, 2020).  

Socioeconomic Status 

Socioeconomic status is defined as the social standing or class of an individual or 

group, measured as a combination of education, income, and occupation (American 

Psychology Association, n.d.) and social status (Baker, 2014). “Research during the past decade 

shows that social class or socioeconomic status (SES) is related to satisfaction and stability in 

romantic unions, work performance, the quality of parent-child relationships, and a range of 

developmental outcomes for adults and children” (Conger, et al. 2010, p. 685). With 

socioeconomic status factoring into one’s daily life, it is evident that the lower standing an 

individual has, the more likely they are to face hardships with education advancement capabilities, 

career advancements, and stressors with daily expenses. SES also influences health in three 

different ways (Baker, 2014): purchasing ability of resources, socialization of healthy habits, and 

less healthy individuals have less schooling, have greater absenteeism at work, and earn less.  

When Laaksonen, et al., (2005) used educational level and occupational class to 

measure adult socioeconomic position, both showed a strong association with health. DeVries 

et al. (2020) linked migrant background, low SES, and parental education levels to worse 

educational outcomes, income levels, and job categorization.  

Lack of resources and support to obtain quality educational developments leads to 

those in lower SES situations less likely to struggle with obtaining a well-paying job, encounter 

barriers to careers that require additional schooling, making it difficult to find a career that 

pays well enough to meet their family needs. The Terosky, et al. (2014) study reported lower 

agency and less career advancement, workload distribution problems, fewer mentoring 

opportunities, less support and a lack of clarity in how to obtain promotions. 

 

Financial Stressors  

Financial stress, “the unpleasant feeling that one is incapable to meet financial 

demands, afford the necessities of life, and have sufficient funds to make ends meet” (Davis 
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& Mantler, 2004, p. 4) can affect just about anyone, but those with lower SES are much more 

likely to be affected. With bill due dates, family needs, groceries, and more, it is difficult for 

those with less income to find the finances that they need to support their needs. These 

families often experience economic hardship, which is “defined in terms of family income 

below the poverty line (often taking into account family size), a decrease in family income of 

greater than 35% from one year to the next, a high debt-to-asset ratio, or loss of job by 

principal breadwinner” (Davis & Mantler, 2004, p. 4). This hardship leads to financial 

pressures that result in the postponement of  purchasing household necessities (e.g., health 

insurance, replacing broken furniture or equipment),  reducing their standard of living, 

borrowing to pay monthly bills, and/or  the inability to pay  monthly bills” (Davis & Mantler, 

2004). The enormity of this financial stress can wear on one’s mental health as well as their 

physical with emotions of dread, anxiety, fear, anger, and frustration (Davis & Mantler, 2004). 

With this constant mix of emotions, it would be strenuous on individuals who are struggling 

to make ends meet, all while maintaining a healthy mental state in the workplace. Financial 

Stress also affects one’s ability to maintain an overall healthy physical capability by increasing 

levels of both depression and anxiety and decreasing quality of life in men and women (Davis 

& Mantler, 2004).  

Effects on Men and Women 

 Davis and Mantler (2004) noted in their study of couples and financial stress that it 

was linked most strongly to depression and anxiety. They also stated that for men financial 

stress was also linked to hostility. Moreover, men are more likely to enter psychiatric 

institutions due to economic indicators, and as the economy became worse off, admission 

into these programs began to swell. The use of cigarettes began to skyrocket as 

unemployment rates continued to increase. For wives, physical health complaints were also 

linked to financial stress. Moreover, financial stress was most linked with family stressors. 

Davis and Mantler (2004) also stated that women noted causes of marital strain, hardships, 

and overall lack of satisfaction in relations due to financial stressors, as well as leading a more 

pessimistic life. 

Effects on Children 

 The family stressors noted above included having to relate to a depressed, hostile 

husband as well as distressed children” (Davis & Mantler, 2004). Davis and Mantler (2004) 

also found that children are more likely to experience depression, loneliness, and experience 
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emotional sensitivity when they see their parents constantly stress over finances. It was also 

reported that children experiencing this are less likely to be interactive in social situations.   

Many factors play into one’s overall mental health, physical health, ability to advance 

in the workplace and education, and effects on relationships with spouses and children, and 

these factors can impact the personal and professional lives negatively if conflict exists 

instead of a healthy balance. Low SES can play a significant part in one’s ability to further 

themselves to better their personal and professional lives and can impact the mental and 

physical health through financial hardship and stress effecting one’s overall wellbeing. 

Additionally, these stressors cause strains in relationships and dependability with family 

members and those they work.  

 

Methodology 

This study was designed to evaluate the effects of SES on one’s personal and 

professional life. A questionnaire was developed to measure the challenges of work life 

conflict relating to SES. Questionnaire usage provided data for examining basic patterns from 

the participants’ viewpoints as well as provided valuable methods for HRD practitioners to 

evaluate resource programs and create focus areas of improvement to best serve their 

employees. 

Data Collection and Instrumentation 

A questionnaire was designed online using the Qualtrics software package.  It included 

15 Likert-type questions ranging from 1 to 5, with 1 = Completely agree and 5 = Completely 

disagree. The survey questions were derived from existing scales based on themes and 

constructs related to researching work-life conflict and its effects on the daily lives of those 

who experience it (Duxbury, et al, 1992; Gutek, et al., 1991; Stephens & Sommer, 1993). 

Additional questions were created by the authors to reflect on how the socioeconomic factor 

relates to work-life conflict. Respondents were asked to indicate their agreement with 

statements that presented scenarios relating to common stressors of imbalance in work life 

integration, as well as the likeliness of stress stemming from SES. A list of definitions was 

provided to eliminate confusion of a word/phrase’s meaning. 

The survey link was distributed via email and through LinkedIn profiles. The 

participants in this study came from a comprehensive university in the Midwest. Employee 

positions ranged from entry level positions to professional faculty and executive positions. 
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Incomes for these positions ranged from Indiana’s mandated minimum wage to six figure 

annual incomes. This allowed the study to provide data on a large scale of different income 

levels, education levels, and position levels as well as participants with different marital 

statuses and number of children/dependents in their homes. Forty-nine employees 

responded, and after incomplete surveys were removed, the final analyzed data was from 41 

respondents. Survey data was signified descriptively in response to the research questions. 

Items were given a total score, allowing the researcher to find frequencies and means from 

the variables.  

 

Findings and Discussion 

 The main purpose of this study was to evaluate the impact of work life conflict in 

regards to socioeconomic status. This study deciphered common financial stressors, relation 

to one’s family and work life balance, and how they felt they were aided by the HR policies 

and procedures for assistance. Utilizing this audience and measuring their stressors relating 

to their work life integration is beneficial to the organization and researchers. With the results 

found, the data gathered could aid in improvements and adjustments of the participants 

location policies, strategic planning, and aid in advancing resources available to those affected 

by this issue.    

Descriptive Statistics   

 Table 1 represents the descriptive statistics (mean and frequency), providing details 

on how the participants felt in regard to their own work-life integration. 
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Table 1. Descriptive Statistics on Work-life Integration Scenarios 
 

Variable Complete-
ly Agree (1) 

Some-what 
Agree (2) 

Neutral (3) Some-what 
Disagree 

(4) 

Complete-
ly Disagree 

(5) 

M SD 

After work I come 
home too tired to 

do some of the 
things I’d like to do 

8 (19.51%) 24 
(58.54%) 

4 (9.76%) 3 (7.32%) 2 
(4.88%) 

2.2 0.99 

My work keeps me 
from my family 
activities more 

than I would like 

5 (12.20%) 18 
(43.90%) 

5 (12.20%) 7 (17.07%) 6 (14.36%) 2.78 1.28 

I feel physically 
drained when I get 
home from work 

8 (19.51%) 18 
(43.90%) 

4 (9.76%) 7 (17.07%) 4 (9.67%) 2.54 1.25 

The tensions and 
anxiety I feel from 

my family and 
work 

responsibilities 
become so great 
that my efforts to 

cope suffer 

6 (14.63%) 15 
(36.59%) 

3 (7.32%) 10 
(24.39%) 

7 (17.07%) 2.93 1.37 

I feel emotionally 
drained when I get 
home from work 

8 (19.51%) 17 
(41.46%) 

5 (12.20%) 5 (12.20%) 6 (14.63%) 2.61 1.32 

The demands of 
my job make it 

difficult for me to 
maintain the kind 

of relationship 
with my spouse 

and children that I 
would like 

7 (17.07%) 9 (21.95%) 7 (17.07%) 8 (19.51%) 10 
(24.39%) 

3.12 1.43 

My work takes up 
time that I'd like to 

spend with 
family/friends 

6 (14.63%) 13 
(31.71%) 

8 (19.51%) 6 (14.63%) 8 (19.51%) 2.93 1.35 

My personal 
demands are so 

great it takes away 
from my work 

2 (4.88%) 4 (9.76%) 2 (4.88%) 17 
(41.46%) 

16 
(39.02%) 

4 1.13 

My superiors and 
peers dislike how 

often I am pre-
occupied with my 
personal life while 

at work 

1 (2.44%) 2 (4.88%) 3 (7.32%) 7 (17.07%) 28 
(68.29%) 

4.44 0.99 

 
When reviewing the overall descriptive statistics for this study, the mean (M) fell fairly 

neutral to somewhat agree in response to the scenarios of which the participants ranked their 

work matters interfering with family matters. Whereas the mean (M) for responses to 
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scenarios relating to family matters interfering with work matters, the majority fell into the 

neutral and somewhat disagree range. Therefore, the participants represented a higher level 

of agreement to their work stress matters causing their overall inability to completely 

separate their work-life integration. It is also demonstrated that participants average overall 

represented a slight interference with successful work life integration and separation. 

  

Research Questions 

In response to Research Question 1:  How does socioeconomic status affect an 

employee’s ability for effective work life integration? It was found that many participants 

ranked their financial standings within a neutral to somewhat disagree for socioeconomic 

classification of being a low income resident for the Midwest area, as well as answering the 

research question that their financial standing did show some effect on their stress to a 

neutral/somewhat agree extent to be a cause for concern with their work life integration (see 

Table 2). 
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Table 2. Socioeconomic Ranking and Stress 
 

Variable Complete-ly 
Agree (1) 

Somewhat 
Agree (2) 

Neutral (3) Somewhat 
Disagree (4) 

Completely 
Disagree (5) 

M SD 

I feel constant 
stress relating 

to finances 
which cause 

me inability to 
perform at full 

capability at 
home and/or 

work 

2 
(4.88%) 

9 (21.95%) 10 
(24.39%) 

9 (21.95%) 11 (26.83%) 3.44 1.23 

I feel as 
though a lot 
of my stress 
relating to 
work and 

family would 
be resolved if 
I were not so 

worried about 
finances. 

5 (12.20%) 14 (34.15%) 9 (21.95%) 5 (12.20%) 8 (19.51%) 2.93 1.31 

I would 
consider 

myself a low-
income 

resident for 
my area of 
residency 

3 
(7.32%) 

6 (14.63%) 8 (19.51%) 9 (21.95%) 15 (36.59%) 3.66 1.30 

 
In response to Research Question 2: How does financial stress affect an individual’s ability to 

function personally and professionally? It was found that the participants found a slight 

struggle to cope with their financial stress in order to function at full potential at work and/or 

home. Participants mean (M) range for their rarity concerns about their family needs ranged 

from a neutral to somewhat disagree. Participants also stated in their mean (M) they were 

more likely on the neutral to somewhat agree end to consider taking on additional tasks and 

jobs in order to obtain more funds to assist and aid in the needs and wants of their family 

members (see Table 3). 
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Table 3. Financial Concerns 
 

Variable Complete-ly 
Agree (1) 

Some-what 
Agree (2) 

Neutral (3) Somewhat 
Disagree (4) 

Complete-ly 
Disagree (5) 

M SD 

I rarely worry 
about my 

family/depende
nts needs or 

wants because 
of my financial 

ability 

4 (9.76%) 9 (21.95%) 11 
(26.83%) 

8 (19.51%) 9 (21.95%) 3.22 1.28 

I feel I need 
more income or 

have taken 
consideration of 

additional 
jobs/tasks to 

meet the 
financial 

needs/wants for 
my 

family/depende
nts. 

6 (14.63%) 14 
(34.15%) 

10 
(24.39%) 

3 (7.32%) 8 (19.51%) 2.88 1.32 

 
In response to Research Question 3: How can HRD practices and policies assist work 

life needs of their employees? Reponses from the survey indicate a mean (M) of neutral to 

somewhat agree about HR policies and procedures providing effective resources for their staff 

in regards to proper work-life tactics at this Midwest University (see Table 4). Though, with 

over 30% of the responses demonstrating a somewhat disagree and completely disagree 

response, there is a need for policies and procedure awareness as indicated by those 

participants.  

 

Table 4. Responses of HR Policies and Procedures 
Variable Completely 

Agree 
(1) 

Somewhat 
Agree 

(2) 

Neutral 
(3) 

Somewhat 
Disagree 

(4) 

Complete-ly 
Disagree 

(5) 

M SD 

I feel as 
though my 

place of work 
provides me 

with resources 
for effective 

work-life 
balance 
tactics. 

5 (12.20%) 14 (34.15%) 7 (17.07%) 11 (26.83%) 4 
(9.76%) 

2.88 1.21 

 
Work-life conflict is cause for concern for many individuals who find it difficult to enjoy 

life outside of work and appreciate work. Our results indicated there are individuals who 
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suffer from conflict and finances play a role in that conflict. Healthy work-life integration is 

even harder for those with financial stressors. Our results raised awareness that there are 

participants who experienced diverse capabilities for work-life integration, and those who 

suffered from work life conflict when financial stress played a large role. With almost 42% of 

participants falling into the somewhat disagree and completely disagree categories that they 

rarely worried about their dependents because of their financial capabilities, there is a huge 

need for tactics for proper work life integration and resources about financial stress and 

overcoming it before it can affect the physical and mental health of individuals and their 

family’s long term, in agreement with the research by Ponnet (2014).  

 Our results also reflected that the participants struggled primarily with work concerns 

when they were home/in their personal lives outside of work, as noted by Greenhaus, et al., 

(2003). Integration of a healthy work life balance (thus less work-life conflict) can cause an 

individual less stress and a higher level of quality of life both personally professionally. Some 

of the participants indicated this was an area of struggle, and it caused a great deal of suffering 

to find that balance interpretation, supporting Greenhaus, et al.’s (2003) claim that 

imbalance—in particular work imbalance—arouses high levels of stress, detracts from quality 

of life, and ultimately reduces individual’s effectiveness at work” (p. 514). Moreover, the 

improper balance (or the presence of work-life conflict) can cause those without it a higher 

sense of stress and inability to fully perform at their highest capability.  

Mental and Physical Health 

 Over 50% of participants stated they completely agreed that mental health takes a toll 

on the individuals who suffer from work-life conflict and somewhat agreed to the feeling of 

emotional and physical drainage when leaving work and this in turn affects their home life, 

supporting Davis and Mantler’s (2004) research that found financial stress usually 

accompanies feelings of dread, anxiety, and fear, along with anger and frustration. When an 

employee arrives home and their emotions override their mental wellbeing, this can cause 

strain in their relationship with their loved ones at home, leaving them confused and angry. 

Socioeconomic Ranking and Financial Concern 

 About 22% of our respondents were in the low-income range. Those with lower 

income are much more likely to experience financial stress to meet means and needs for 

themselves and loved ones. With 46% of participants stating that they felt their financial 

concerns caused a great amount of stress, which in turn can impact their work life integration, 
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it is cause for concern. With inability to meet the needs of dependents, individuals can often 

seek other alternatives for financial relief, such as other jobs, overtime at current jobs, etc. 

While this may seem like a quick fix to financial concerns, it can cause long term complications 

(Weigel, et al. 2019). 

Socioeconomic status also affects one’s ability to further education; without the 

proper education and skills it is harder for employees to advance in their careers, which 

results in an inability to make extra income. There has been an economic decline in the last 

twenty years which has caused financial distress for families, fewer employment 

opportunities, and families have had fewer resources to pursue their educational goals 

(Conger, et al. 2010) Due to this decline, it is seen that many employees suffer from lack of 

resources and opportunities for advancements.  

HR Policies and Procedures 

 With participant responses of almost 37% somewhat disagreeing or completely 

disagreeing on the question of HR policies and procedures effectively providing resources for 

tactics of healthy work life balance (thus reducing work-life conflict), there is a need for re-

evaluation. HR policies can provide education to those in need to equip employees with these 

skills that can assist their work life integration at a healthy level. Changes in work practices 

need to occur at all levels of the organization (Bailyn, 2011). 

 HRD practitioners can take this initiative to revamp their services to staff, create and 

organize tactics and resources, and create engagement with those in need. If assessment and 

re-evaluation of HRD policies and procedures on proper work-life integration tools are 

revised, they can be distributed to employees and be able to shift their ability to have an 

effective work life balance and focus on their priorities where needed.  

 

Conclusion and Implications 

Financial concerns play a role in many employees’ lives. For those with lower SES, this can 

be a continuous concern to make ends meet, pay bills, afford needs of dependents, etc. With this 

in mind, providing resources to those in financial need can serve as an alternative to 

accommodate and serve this need for assistance with financial resources. With this problem 

growing day after day and the cost of living continuing to rise, education and resources 

provided at places of employment will become beneficial for those who need it most.  
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Creation of effective tools and tactics for work life integration for employees can be a 

great first step for HRD and CD practitioners. Additionally, creating education and 

professional development on proper financial resources, financial management, and 

strategies to reduce work-life conflict can create a sense of relationship between staff and 

management. In conclusion, connections between HRD practitioners and management 

relations that oversee employee’s day to day activities within their work environment can 

create a useful structure for employment satisfaction and overall well-being of staff.   
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Abstract 

Career satisfaction is an important concept to understand whether employment 
contributes to the overall quality of life of an individual. Nevertheless, career 
satisfaction of employees with disabilities is a rarely studied phenomenon in Malaysia. 
This study aims to examine the relationship between work discrimination, work 
engagement, and career motivation on career satisfaction among disabled workers in 
a Selangor district. Respondents consisted of 190 employees with disability. The level 
of work discrimination was at the highest level, followed by work engagement and 
career motivation. Correlation analysis resulted in significant relationship between 
work discrimination, work engagement, and career motivation with career 
satisfaction among the disabled employees. This research raises awareness of the 
presence of disabled employees in our society. It could also improve people's attitudes 
toward them in the aspects of employment.  
 

Keywords: Career Satisfaction, Work Discrimination, Work Engagement, Career Motivation, 
Employees with Disability 

 
Introduction 

 
For people with disabilities (PWDs), work is a significant portion of life. It is important 

to pay attention to their career satisfaction, since career satisfaction mentions "a good or 

optimistic emotional condition emerging from the evaluation of one's career or career 

experiences" (Locke, 1976, p. 1304) or "the degrees to which people are satisfied or 

dissatisfied with their career" (Spector, 1997, p. 2). Absorption of career satisfaction is 

therefore important for the understanding of whether employment contributes to the overall 

quality of life of an individual. Such importance also applies to minority groups in the 

employment sector such as the employees with disabilities. For people with disabilities, 

career satisfaction has been reported to be important (Quigley, 1968; Selzer, 1984; Cretien 

van Campen, Mieke Cardol, 2009). 

United Nations Economic and Social Commission for Asia and the Pacific [UN ESCAP] 

(2013) and Department of Social Welfare (2006) reported more than 650 million disabled 

individuals on the planet, with around 400 million living in Asian and Pacific locale.  
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The precise number of PWDs in Malaysia is precisely unknown but according to Department 

of Social Welfare in latest 31st January 2021 recorded the registered person with disabilities 

was 592,856 individuals with the highest number (216011 persons) was in physical category 

and the lowest number (3034 persons) was in speech disability. 

 

Figure 1. Registration of Persons with Disabilities (PWD’s), 2015-31st January 2021 
 

 

                                            Figure 2. PWD’s by Category of Disabilities, 31st January 2021 

 

United Nations Economic and Social Commission for Asia and the Pacific [UN ESCAP] (2020) 

estimated there are 465 million persons with disability of working age in Asia and the Pasific. 
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According to Public Service Department Malaysia, the total number of PWDs being employed 

in public sector in 2017 was 3782. Updated data in 2020 showed that total number of PWDs 

employed in public sector was 3687 (Statistics of Jobs and Labor, Ministry of Human Resource, 

2019; Service Division, Public Service Department (2020). On the other hand, Department of 

Labor Peninsular Malaysia reported that there were 14252 PWDs have been employed from 

1990 to 2018 the highest sectors that PWDs have been employed were services and sales 

(34.8%). 

Department of Social Welfare (2020) statistical report from 2010 until 2019 through the 

disabled workers allowance program (EPC) showed an increase in recipients. However, in 

2016 showed a slight decrease of 1268 recipients from the previous year. 

 

Figure 3. Recipients of disabled workers allowance program (EPC), 2010 - 2019 

 

Despite the increasing number of employed people with disabilities, career satisfaction is a 

rarely studied concept for employees with disabilities in Malaysia. Literature search in 

SCOPUS with keywords of “career satisfaction and disability” resulted only in 4 studies 

conducted in between 1997 and 2021 and keywords of “career satisfaction and disabled” 

resulted only in one study in 2008.  None of the studies were conducted in Malaysia. The 

evidence supporting career satisfaction as a significant outcome is preliminary and evolving 

for employees with disabilities. Cox and Blake (1991) said that minorities have lower levels of 

work satisfaction in general.  
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Later, McAfee and McNaughton (1997) and Pagán and Malo (2009) also proposed that overall 

career satisfaction is lower for workers with disabilities than for those without disabilities. 

Some researches on the other hand, assumed that disabled employees are more likely to have 

lower work standards and are thus more probable likely to be happy with their work (Pagán, 

2011; Pagán & Malo, 2009; Schur, Kruse, Blasi, & Blanck, 2009). These mixed findings led to 

the researchers’ interest to investigate the level of career satisfaction of disabled employees 

in the Malaysian context. According to Ingstad and Whyte (1995), cultural differences exist in 

explaining attitudes towards disability.  

Section 29 of the Malaysian law under the Disability Act 2008, the provision for entry into 

labor states: "Persons with disabilities have the right to enter the workforce equally with 

ordinary people”. Employers should protect such rights, even as ordinary workers. It also 

covers favorable working conditions, avoidance of harassment and defense of dissatisfaction. 

Subsection 29 (6) clearly states that the "employer" includes the government. Hence, it is 

interesting to investigate the contribution of work discrimination, work engagement and 

career motivation to the level of career satisfaction of employees with disabilities.    
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Literature Review 

Work Discrimination among disabled Employees  

Discrimination is common including at workplaces. It happened when an employee is 

treated unfairly for racial, religious, gender, skin color, religion, disability and more (Doyle, 

2017). Work discrimination on people with disabilities is impermissible in western, developed 

countries. In Britain, they have the Equality Act 2010 and the EEOC; and the United States has 

the Civil Rights Act of 1991, Americans with Disabilities Act (ADA) and the Rehabilitation Act 

1973. However in Malaysia, work discrimination is not a law contained in the Disability Act 

2008.  

 The relationship between work discrimination and career satisfaction is quite 

apparent. According to Hoeben (2017), when people are discriminated at work, they will not 

feel accepted and valued by their superiors and colleagues. So, it will make them dissatisfied 

with their career. Van Laer and Janssens (2011) found that members of minority groups often 

feel like there is a fixation on their differences with others. Thus, we proposed that: 

H1: Work discrimination has a negative relationship with career satisfaction among 

disabled employees 

Work Engagement among disabled Employee   

Work engagement is defined as positive behavior or a positive working state of mind 

that results in positive work-related results (Seligman, & Csikszentmihalyi, 2000). Employees 

with high levels of labor dedication are engaged and committed to their jobs and immersed 

in their jobs. An optimistic, satisfying, work-related state of mind that is characterized by 

vigor, commitment, and absorption is most frequently described as "work engagement" 

(Schaufeli & Bakker, 2010; Salanova, Gonzalez-Roma, & Bakker, 2002, p. 74). 

 Radosevich, Riddle, and Hughes (2008) concluded that, compared to those who are 

disengaged, those workers who are strongly engaged have a higher level of career 

satisfaction. More research has concluded (Karatepe, 2013; Wefald & Downey, 2009) that 

employee engagement acts as a deciding factor in career satisfaction. Hence, the following 

hypothesis was proposed: 

H2: Work engagement has a positive relationship to career satisfaction among disabled 

employees.
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Career Motivation among Disable Employees   

Career motivation is a multidimensional variable consisting of career resilience, career 

insight and identity of career (London, 1983, 1985; London and Mone, 1987). Career resilience 

is the capacity to change, particularly if the circumstances are disruptive or discursive, to 

changing situations. Career insight refers to the possibility of being realistic about oneself and 

one’s career and of that uses these expectations in setting goals. In other statements, career 

insight implies the ability of one to set clear goals and take into consideration their strengths 

and limitations, which is similar to crystallization, Super's vocational self-concept (Super, 

Starishevsky, Matlin, and Jordaan, 1963). McLeod (2018) argued that by working towards 

goals, workers end up with even more than their expected results. Significant career goals 

have also been introduced, created and accomplished by McLeod (2018), providing three 

significant career nutrients that increase career satisfaction, increase self-esteem and 

increase employees' qualities of lives. 

Besides that, the degree to which one defines oneself through jobs is career 

identification. It consists of work, organization, and professional involvement, and requires 

growth, recognition, and leadership to play a role. Career identity is also conceptually 

connected to work engagement, organizational involvement (Salancik, 1997) and 

organizational citizenship (Organ, 1988). According to Umit Almack et.al (2012), workers with 

a high professional identity score tend to be consistently engaged in the job and business and 

indicate a high need for change and promotion. It is also possible to correlate career 

motivation with career satisfaction. Umit, Esra, Kultigin, and Serhat (2012) indicated positive 

relationships among the components of career motivation with career satisfaction. As such, 

we proposed the third hypothesis of this study:  

H3: Career Motivation has a positive relationship to career satisfaction among disabled 

employees 

Career Satisfaction among Employees with Disabilities 

Career satisfaction is defined as the satisfaction that people derive from the intrinsic 

and extrinsic aspects of their employment, including rewards, promotion and growth 

opportunities (Greenhaus, Parasuraman, & Wormley, 1990). According to Gattiker and 

Larwood (1990), career satisfaction relates to the overall affective orientation of the person 

towards his or her career. In research on career dynamics, career satisfaction has sometimes 
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served as a criterion variable (Bozionelos, 1996; Burke, 2001; Richardsen, Mikkelsen, & Burke, 

1997; Seibert, Crant, & Kraimer, 1999; and Sturm, 2001) and has been studied as a significant 

consequence of the career as a whole of a person (Gattiker & Larwood, 1988; 1989). 

Underlying Theory 

In order to foster an integrative understanding of career behavior, social cognitive 

career theory (SCCT; Lent, Brown, & Hackett, 1994, 2000) has been very explanative. Thus, 

researchers interested in career satisfaction studies often refer to the social cognitive career 

theory (Verbruggen & Luc Sels, 2010; Brown & Lent, 2016). 

SCCT (as illustrated in Figure 3) included three overlapping models aimed at describing 

the mechanisms by which people (a) create professional interests, (b) make and revisit career 

choices, and (c) achieve various levels of career performance and stability (Lent et al., 1994). 

Two additional models were subsequently created, one based on career satisfaction and 

adaptation and, thus, the other on career self-management processes (Lent & Brown, 2006, 

2008). SCCT distinguishes between the choice of content goals (the type of operation or 

occupation individuals want to pursue) and performance goals (the level of performance 

quality that one intends to attain within a chosen endeavor).  

SCCT has also been utilized as the theoretical framework for studies that focused on 

diversity in employment (Brown & Lent, 2016). There have also been previous studies that 

have applied SCCT in investigating career aspirations of women with disabilities (Pham, 

Hirano, Lindstrom, & DeGarmo (2020), and career studies of disabled college students (Dutta, 

Kang, Kaya, Benton, Sharp, Chan Kundu, 2015; Corrigan (2008). Hence, it is interesting to 

investigate the applicability of the Social Cognitive Career Theory in the scientific effort to 

understand career satisfaction of Malaysian disabled employees.  

 

Figure 4. Social Cognitive Career Theory (SCCT) 
  



The Joint Conference of AHRD-ARACD 2021 

 

868  

Methods 

 The researchers adopted the descriptive, correlational research design in order to 

conduct the study on the relationship between work discrimination, work engagement and 

career motivation towards career satisfaction among disabled employees.  

Population and Sampling Procedures  

 This study was conducted in Petaling, Selangor. It is the district that recorded the 

highest number of PWDs’ registration in Selangor, Malaysia (77835 persons). According to the 

Department of Social Affair (2018), the Selangor was reported to have a total of 9924 

employees with disabilities. From the number, a total of 1357 employees with disabilities 

were recorded to serve in Petaling. The populations of this study are employees with 

disabilities serving in Petaling from various categories, including hearing, speech, physical and 

learning disabilities.  The sample of the study represented similar criteria with the population 

of the study.  

Cluster sampling was conducted by the researchers. The sample size was determined 

by using Cochran’s (1977) formula. The population size of 1357 required a minimum sample 

size of 300 employees with disability, assuming an alpha level of 0.05. The sample size 

calculation was as follows: 

𝑛 =
𝑛0

1 +
𝑛0

𝑁

 

Where, 

𝑛 = sample size 

𝑛 =
𝑡2𝑝𝑞

𝑑2
 

t = 1.96 (value for selected alpha level of each tail, 𝛼 = 0.05) 

p = 0.5 (Krecjie & Morgan (1970) suggested 0.5 as an estimate) 

q = 1 - p = 0.5 

d = 95% (t value for alpha 0.05) proposed by Bartlett (2001) 

N = 1357 
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Calculate 𝑛0, 

 𝑛0 =
(1.96)2(0.5)(0.5)

(0.05)2  

𝑛0 = 384.16 

Calculate n, 

𝑛 =  
384.16

1 +
384.16
1357

 

𝑛 = 299.42 @ 300 

 

Instruments 

In this study, the researchers adopted established instruments which measured the 

dependent variables (career satisfaction) and independent variables (work discrimination, 

work engagement, and career motivation) of this study. In addition, a demographic data sheet 

was developed by the researcher to capture the demographic information of the participants. 

The questionnaire consisted of five sections namely Section A, Section B, Section C, Section 

D, and Section E.  

Items contained in Work Discrimination Scale relate to the discrimination and 

harassment that faced by the employees with disabilities in work. The measure for 

discrimination was taken from the Chronic Work Discrimination and Harassment Scale, 

adapted from McNeilly et al. (1996) and Bobo and Suh (2000).  

 
Table 1. Content of Work Discrimination Scale 

COMPONENTS QUESTION NUMBER NUMBER OF QUESTIONS 

Discrimination 4, 5, 6, 7, and 12 5 

Harrassment 1, 2, 3, 8, 9, 10, and 11 7 

 

A self-report questionnaire called the Utrecht Work Engagement Scale (UWES) was 

developed on the basis of the previous concept, which includes the three constituent aspects 

of work engagement: vigor, dedication, and absorption. 
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Table 2. Content of Utrecht Work Engagement Scale (UWES) 

COMPONENTS QUESTION NUMBER NUMBER OF QUESTIONS 

Vigor 1, 4, 8, 12, 15, and 17 6 

Dedication 2, 5, 7, 10, and 13 5 

Absorption 3, 6, 9, 11, 14, and 16 6 

 

Career motivation was measured using 30 items from the integrated career 

motivation scale developed and validated by Grzeda and Prince (1997). Career motivation is 

a three-dimensional individual construct; a) career resilience, b) career insight, and c) career 

identity (London, 1983). 

 
Table 3. Content of Career Motivation Scale 

COMPONENTS QUESTION NUMBER NUMBER OF QUESTIONS 

Career Resilience 1 to 14 14 

Career Insight 15 to 21 7 

Career Identity 22 to 30 9 

 

Using the Career Satisfaction Scale (CSS) of Greenhaus et al. (1990), the dependent 

variable, career satisfaction, was measured. This scale has 5 items. All items are considered 

indicators one underlying factor; that is career satisfaction. 

The data collection process starts from preparing a set of questions based on the 

variables involved. After the set of questions were approved by experts, the researcher will 

conduct the actual study by distributing the questionnaire form in an online way by providing 

a link to the respondents to provide feedback. The expected period of receiving feedback is 

three weeks. 

The complete questionnaires were examined entered and analyzed by using the SPSS 

version 25. Appropriate test was conducted to achieve the objectives of this study. Other than 

that, descriptive statistics were used to describe the demographic characteristics. Descriptive 

statistics were used in order to examine the level of independent variables toward dependent 

variable to summarize and describe the characteristics of the gathered data (Graziano and 

Raulin, 2000). Pearson correlation was used to determine the relationship between 
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independent variables and dependent variable. Multiple regressions used to evaluate the 

contribution of independent variables towards dependent variable. 

 

Findings and Discussion 

 The researcher faced lot of struggle in collecting data. Therefore, only 190 

respondents answer the questionnaire. Not all employees with disabilities are interested to 

answer the questionnaire. In addition to that challenge, the raging outbreak of Pandemic 

Covid-19 restricted the researchers from face to face data collection in the field. The study 

and data collection could only be conducted virtually. 

Demographic Profile 

Demographic profile of the respondents includes gender, age and the duration of their 

employment. The analysis that has been used for this data is descriptive. Table 4 shows the 

distribution of respondents by gender. Findings showed that there are 90 (47.4%) male 

respondents and 100 (52.6%) female respondents.  

 

Table 4. Distribution of Respondents by Gender 

Gender Frequency (f) Percentage (%) 

Male 90 47.4 

Female 100 52.6 

 

Table 5 shows the distribution of respondents by age. Before running the descriptive 

analysis, researcher has recoded the age of respondents into three groups. The youngest 

respondents were 19 years old and the oldest was 60 years old. The first group consisted of 

respondents in between 19 to 32 years old. The second group consisted of respondents in 

between 33 to 46 years old, and the third group consisted of those whose ages ranged in 

between 47 to 60 years old. 
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Table 5. Distribution of Respondents by Age 

Age Frequency (f) Percentage (%) 

19 – 32 100 52.6 

33 – 46 61 32.1 

47 – 60 29 15.3 

 

Table 6 shows the distribution of respondents by job tenure. The job tenure has been 

recoded into three groups. The minimum employment tenure of respondents was a year, and 

the maximum employment tenure of respondents was 35 years. Group 1 consisted of 1 to 12 

years, Group 2 consisted of 13 to 24 years, and Group 3 consisted of 25 to 35 years. 

 
Table 6. Distribution of Respondents by Job Tenure 

Employment Tenure Frequency (f) Percentage (%) 

1 – 12 135 71.1 

13 – 24 31 16.3 

25 – 35 24 12.6 

 

Findings to Research Objectives 

 
Objective 1: To examine the level of work discrimination, work engagement and career motivation 
towards career satisfaction among employee with disabilities 

 Detailed analysis was performed on work discrimination items among employees 

with disabilities as shown in Table 11. The findings of the study showed a mean score of 

2.3171 (SP = 0.842). Majority of disabled employees experienced low level of work 

discrimination (53.7%), while the rest have experienced a moderate level (40.5%) and high 

level (5.8%) of work discrimination. 

 
Table 7. Level of Work Discrimination among Employees with Disabilities 

Component Level Frequency 

(f) 

Percent 

(%) 

Mean Standard 

Division 

Work 

Discrimination 

High 11 5.8 2.3171 0.842 

Medium  77 40.5 
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Low 102 53.7 

 

Detailed analysis was performed on work engagement items among employees with 

disabilities as shown in Table 12. The findings of the study showed a mean score of 4.519 (SP 

= 0.847). Majority of disabled employees exhibited a high level of work engagement (36.3%), 

while the rest exhibited a moderate level (32.1%) and low level (31.6%) of work engagement.  

 
Table 8. Level of Work Engagement among Employees with Disabilities 

Component Level Frequency 

(f) 

Percent 

(%) 

Mean Standard 

Division 

Work 

Engagement 

High 69 36.3 4.519 0.847 

Medium  61 32.1 

Low 60 31.6 

 

Detailed analysis was performed on career motivation items among employees with 

disabilities as shown in Table 13. The findings of the study showed a mean score of 3.917 (SP 

= 0.589). Majority of disabled employees have a high level of career motivation of 136 

(71.6%), while the rest have a moderate level (27.9%) and low level (0.5%) of career 

motivation. 

 
Table 9. Level of Career Motivation among Employees with Disabilities 

Component Level Frequency 

(f) 

Percent 

(%) 

Mean Standard 

Division 

Career 

Motivation 

High 136 71.6 3.917 0.589 

Medium  53 27.9 

Low 1 0.5 

 

Detailed analysis was performed on career satisfaction items among employees with 

disabilities as shown in Table 14. The findings of the study showed a mean score of 4.113 (SP 

= 0.729). Majority of disabled employees have a high level of career satisfaction (75.8%), while 
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the rest have a moderate level of career satisfaction (22.6%) and low level of career 

satisfaction (1.6%).  

 
Table 10. Level of Career Satisfaction among Employees with Disabilities 

Component Level Frequency 

(f) 

Percent 

(%) 

Mean Standard 

Division 

Career 

Satisfaction 

High 144 75.8 4.113 0.729 

Medium  43 22.6 

Low 3 1.6 

 

 

Objective 2: To determine the relationship between work discrimination and career satisfaction 
among employee with disabilities 

For the relationship between work discrimination of the participants and career 

satisfaction, a significant, mypositive correlation was observed (r = .319, p < .05), indicating 

that the two variables had an important linear relationship. Therefore, H1 was accepted. 

 

Table 11. Relationship between Work Discrimination and Career Satisfaction among 
Employee with Disabilities 

Variable Correlation (r) p-value Relationship 

Work Discrimination 0.319 0.000 Moderate 

 

Objective 3: To determine the relationship between work engagement and career satisfaction 
among employee with disabilities 

For the relationship between the work engagement of participants and career 

satisfaction, a moderate positive correlation was observed (r = .515, p < .05), indicating that 

the two variables had a significant positive relationship. Therefore, H2 was accepted. 

Table 12. Relationship between Work Engagement and Career Satisfaction among 
Employee with Disabilities 

Variable Correlation (r) p-value Relationship 

Work Engagement 0.515 0.000 Moderate 
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Objective 4: To determine the relationship between career motivation and career satisfaction 
among employee with disabilities 

 

A significant, positive correlation was found (r = .611, p < .05), indicating a significant positive 

relationship between the two variables was reported. Therefore, H3 was accepted. 

 

Table 13. Relationship between Career Motivation and Career Satisfaction among 
Employee with Disabilities 

Variable Correlation (r) p-value Relationship 

Career Motivation 0.611 0.000 Moderate 

 

To determine the predictive factors that contribute to the career satisfaction among disabled 

employees, various regression analysis was conducted. To test the most important predictors 

the entry method has been conducted with work discrimination, work engagement, and 

career motivation as independent factors and career satisfaction as the dependent variable.  

Results showed that work discrimination, work engagement, and career motivation explained 

65.9% of the variance of career satisfaction among the disabled employees. The ANOVA table 

showed that the double regression is F (3, 186) = 47.647, p=.000. 

 

Table 14. Multiple Regression Analysis for Variables in Career Satisfaction among 
Employee with Disabilities 

Variables B SE BETA T P 

Career Satisfaction .564 .303  1.865 .064 

Work Discrimination .165 .050 .191 3.271 .001 

Work Engagement .129 .063 .150 2.029 .044 

Career Motivation .602 .088 .486 6.866 .000 

𝑅 = 0.659              𝐹(3,186) = 47.647𝑅2 = 0.435            𝑆𝑖𝑔. 𝐹  = .000 

 

  Career motivation showcased as the most significant predictor to career satisfaction 

(t = 6.866, p = 0.000), compared to work discrimination (t = 3.271, p = 0.001) and work 

engagement (t = 2.029, p = 0.064). Therefore, we fail to reject H3. 

 

 

Discussion 
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Relationship Between Work Discrimination and Career Satisfaction 

The findings of the analysis show that the work discrimination variable has a significant 

relationship with career satisfaction among disabled workers. This indicates that lower work 

discrimination leads to greater level of career satisfaction among disabled workers. 

Bialowolska, Bialowolski, and McNeely (2020) found in their research that employees who 

experienced higher level of discrimination were reported to experience lower career 

satisfaction. This result also supported previous study by Hoeben (2017). 

The Social Cognitive Career Theory (SCCT) supports this finding. According to Lent and 

Brown (2006) the career satisfaction can be achieved by environment support. In the context 

of working environment, the support would be from the employer and colleagues. According 

to Bandura (1986), behavior plays important role in achieving career satisfaction. 

Relationship Between Work Engagement and Career Satisfaction 

The findings of the analysis showed that work engagement has significant relationship 

to career satisfaction among disabled workers. This indicates that higher work engagement 

leads to greater level of career satisfaction among disabled employees. The findings of this 

study aligned with the study by Radosevich, Radosevich, Riddle, and Hughes (2008), which 

have explained that work engagement has positive relationship with career satisfaction. 

Relationship Between Career Motivation and Career Satisfaction 

The findings of the analysis show that the career motivation variable has a significant 

relationship to career satisfaction among disabled employees. This indicates that the higher 

the career motivation, the greater the career satisfaction among disabled employees would 

be. In the research by Umit, Esra, Kultigin, and Serhat (2012), they have also explained the 

positive relationships between the components of career motivation and career satisfaction. 

 

Conclusion, Implications and Recommendations 

Findings of this study discovered low rate of work discrimination among disabled 

employees. However, work discrimination among minorities in the employment sector was 

still indicated by the results of this study. The rate of work engagement is at a moderate level 

among them. This may be due to the deficiency factor itself. In addition, career motivations 

among them were recorded at a high rate. This study focuses on the variables of career 

satisfaction among them. Based on the studies that have been done, it shows a high rate 
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among them. The findings of this study give the impression on the attitudes of the people 

around employees with disabilities and the organizational justice that were practiced towards 

building their career satisfaction. The implications of this study are not only useful to disabled 

employees but also to employers and the general public. This study provides us the awareness 

and visibility of disabled employees. It could also improve the attitudes and respects towards 

them.  

For future studies, a mixed-method of quantitative and qualitative study would be 

helpful to provide in-depth understanding on career satisfaction of disabled employees in 

Malaysia. We also would like to propose for a future study to be conducted in broader 

contexts and more population who work in government, private, and self-employed sectors.  
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Abstract  
 

This paper looks into the area of employment among People with Disability (PWD). 
As such, in order to increase the aspect of employability among PWD, a framework 
has been developed in this study. Hence, several suggestions have been retrieved 
from related parties to especially determine the significant factors involved in 
PWD employability. This is because; the issue of PWD without employment is 
deemed as a burden to both the government and the society. Hence, necessary 
action has to be taken in order to ascertain employability among PWDs. Moreover, 
interviews with related persons were conducted to identify the factors that could 
increase employability among PWDs. With that, a framework is developed based 
on the suggestions and recommendations obtained. Therefore, the related parties 
from the government and private sectors, as well as the society, should be able to 
apply this framework in their support towards PWDs to attain suitable 
employability. 

 
Keywords: People with Disability (PWD), employability, framework, Malaysia 
 

Introduction 

A number of reports suggest that there are over 650 million people with disabilities 

worldwide, with approximately 400 million of them residing in the Asian and Pacific regions 

(UN ESCAP, 2003; Department of Social Welfare, 2006). Moreover, this figure has been 

reportedly increased to 1 billion people, hence amounting to 15% of the total world 

population. Unfortunately, twice as many PWDs, as compared to those normal, are 

unemployed (Bagshaw, 2006; Disability Homepage, 2007; Perry, 2002). The unemployment 

rate for able bodied population in industrial nations is 10 per cent, in comparison to between 

40 and 60 per cent for PWD (Neufeldt & Albright,1998). This means; six out of ten disabled 

people are unemployed, in comparison to one out of ten among the able bodied. For instance, 

the unemployment rate in Singapore for those disabled is reported to be as high as 53.3 per 

cent (Lim & Ng, 2001). In reality, lack of education and skills emerge as some factors for this 

disturbing number of unemployement among PWDs. Other than that, it could be due to the 

lack of understanding of the disability among employers, which in turn, breeds unfounded 

concerns about hiring PWDs, as well as a desire to avoid ‘risky hires’ (Gilbridge et al., 2000).  
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Furthermore, PWDs in Malaysia can be considered as one of the most vulnerable groups 

among the minority population (Kamarudin et al., 2007). The gravity of the disability ranges 

from slight to serious, making them differ from normal human birth quality. Additionally, 

based on the disability statistics published by the Malaysian Department of Social Welfare 

(2016), the registered number of PWDs is 197,519 in 2006. Next, a sharp increase is noted in 

the number, which reached 359,203 within a span of six years (Department of Social Welfare, 

2012). The number of PWDs in Malaysia on increase is illustrated in Figure 1.1. 

 

 
Figure 1.1. Number of PWDs in Malaysia 

Source: Department of Social Welfare (2006, 2012, 2016) 
 

Though many companies acknowledge that persons with disabilities are productive, 

reliable, hardworking and loyal, the reality shows that PWDs are not getting equal 

employment opportunities.  Based on the statistic given by the human resource management 

information system database, until May 2015 only 2,985 PWDs are working in public sector 

(Statistik Pekerjaan dan Perburuhan Kementerian Sumber  Manusia,  2015). Even though the 

number might be increasing since then, still it is not convincing or encouraging (Abd Manaf et 

al., 2019). However, issues of employment among PWDs remain unresolved although it has 

been long discussed (Ang & Ramayah, 2015; Cocks, Thoresen & Lee, 2013).  The participation 

of PWDs in the labor market is limited and mostly excluded (Hoque, Bacon & Parr, 2014; 

Stevens, 2002).  

There is a gap regarding unemployment factors of PWDs which need to investigate 

further. Thus, key research question is what are the push factors in hiring disabled? By 



The Joint Conference of AHRD-ARACD 2021 

 

884  

exploring this factor one comprehensive framework will be developed by the identified 

themes.  

This paper presents a model of practical recommendations for the relevant stakeholders to 

ascertain increment in employability rate among PWDs. Hence, an extensive literature review 

was first carried out to determine several significant issues. Next, several respondents were 

interviewed to determine the significant aspects in relation to employability among PWDs. 

 

Literature Review 

 

One’s disability can be classified within the range of slight to severe based on where it is felt 

in the human body. In fact, the World Health Organization (WHO) defines the word ‘disability’ 

as all or any impairment that confines one’s activity and participation. Meanwhile, under the 

Malaysians with Disabilities Act (MDA), following the Americans with Disabilities Act (ADA) 

established in 1990, a PWD is an individual who has a physical or mental impairment or is 

regarded by others as having certain impairment. On the other hand, Akerlof and Yellen 

(1990) defined disability as any physical or mental condition that substantially limits one or 

more major life activities. In fact, numerous definitions have been coined in order to unfold 

the notion ‘disability’. According to Malaysia Persons with Disabilities Act of 2008 (Act 685), 

“persons with disabilities include those who have long-term physical, mental, intellectual, or 

sensory impairments which in interaction with various barriers, may hinder their full and 

effective participation in society” (Social Welfare Department, 2010). The Ministry of Women, 

Family, and Community Development has outlined seven categories of disabilities in Malaysia. 

These categories are hearing impairment, vision impairment, speech impairment, learning 

disabilities, physical disabilities, mental, and multiple disabilities. Table 1.2 below further 

displays the types of disabilities. 
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Figure 1.2. Types of disabilities and their percentage [Department of Social Welfare, 

Malaysia (DOSM), 2021] 
 

As for points of view from the public, some studies have reported positive perceptions for 

PWD employability, while others have reported negative perceptions of such employability. 

For example, Clark and Oswald (1996) reported variances in attitudes between employers and 

disability employment advisors. In fact, they identified a need for education and training in 

the areas of perceived costs and obstacles to employers in the following areas:  

1. hiring and retaining disabled employees,  

2. performance and motivation of individuals with disabilities, and  

3. the types of challenges for employment of people with different kinds of disabilities.  

Meanwhile, Burke (1999) concluded that understanding the perspectives of employers does 

help to provide more work opportunities for PWDs. 

However, there are exceptional benefits when organizations employ PWDs, in comparison to 

hiring workers of the conventional nature (Jem, et al., 2003), as listed in the following: 

5. Working from home: It is important to have excellent communication in organizations 

of any kind. When a disabled employee telecommutes, he or she is able to save a large 

chunk of cost incurred. 

6. Convenient work schedule: Based upon the best interest of both parties, a flexible 

work schedule can be planned out to benefit the said parties.  

7. Mobility assistance: By giving steering wheels and providing lifts for those wheelchair-

bound, increasing the convenience of the disabled employees, thereby organizations 
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are able to benefit from an even more independent disabled worker who will adhere 

better to the work. 

8. Residential assistance: By making minor adjustments to the disabled worker’s place of 

residency, a higher level of productivity and confidence can be attained. 

9. Personal medical insurance: By providing personal medical insurance for disabled 

workers, they would be able to perform better at their jobs as their confidence 

increases. This pays dividends to the employer as he or she is able to reap the rewards 

from a happier and more productive employee. 

Other than that, in an isolated study, Sompayrac et al., (2011) revealed several reasons why 

companies, especially accounting firms, should initiate efforts to make recruitment and 

retention of capable workers with qualifying disabilities, and then make reasonable 

accommodations for them. Moreover, many benefits were listed from hiring and retaining 

the disabled, which included tax incentives, increasing diversity and access to talent, learning 

from the experience of seasoned accountants, attracting clients, and recognizing the 

mandates recently updated in the Americans with Disabilities Act (ADA) law.  

Other than that, many studies have also focused on the barriers to employment and 

discrimination faced by PWDs at workplace. For instance, there may be economic barriers 

that may initially prevent a company from providing a suitable environment for PWDs or 

specifically providing the assistive technologies necessary to bridge the gap to employment 

for the said individuals. Hence, social prejudice may be felt by these PWDs from the treatment 

given by coworkers and employers. Furthermore, individuals with disabilities would not be 

able to take any work pressure. Tele-work becomes an important issue in this climate, due to 

the numerous challenges that they may face on a daily basis at the workplace. 

Furthermore, the U.S. Department of Labor delineated several barriers to employment faced 

by PWDs, including: 

1. the fragmentation of existing employment services;  

2. the isolation and segregation of PWDs from mainstream programs and services;  

3. the lack of access to health insurance;  

4. the complexity of existing work incentives;  

5. the lack of control and choice in selection of providers and other agents; 

6.  inadequate work opportunities resulting from attitudinal barriers based on 

historical and erroneous stereotypes 
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In general, discrimination against PWDs seeking employment stems from miscommunication 

and lack of information with respect to assistive technologies and resources available to both 

employers and employees. Despite the prevalence of discrimination, Freeman (1978) 

concluded that problems related to discrimination against PWDs could potentially be 

mitigated by increasing awareness and support for alternate modes of employment among 

employers at large and facilitating outreach efforts by occupational health providers and 

employment specialists. On top of that, poor transportation system has been highlighted as 

the biggest problem faced by PWDs, towards employment (Khor, 2002).  

Not only that, the surrounding circumstantial challenges for PWDs are numerous, for 

instance, poor inaccessible buildings for the disabled (Heron & Murray, 2003), employers 

unfavorable attitude towards the disabled, (Lee et al., 2011), poor self-esteem by the disabled 

themselves (Khor, 2002), and overprotective family, as highlighted by Shah, Arnold, and 

Travers (2004). 

In addition, the Social Model of Disability highlights the importance, as well as the issues faced 

by PWDs working in organizations. Besides, Hahn (1985), a pioneer in the changing model of 

disability, examined the values that were formed on the basis of definitions of disability. Next, 

the medical model of disability is based on chronic functional limitations derived from a 

physical or mental impairment. The emphasis is on the cause of the disability, while the 

interventions are focused on finding cures and improving an individual’s functional. According 

to Hahn, the medical model of disability imposes a sense of inferiority on the individual while 

inhibiting a collective or social view of disability. As a result, the difficulties faced by 

individuals are seen as individual problems instead of environmental barriers.  

Next, the socio-political model of disability, which is also known as the social model of 

disability and the minority model of disability, grew from the civil rights activities of the 1960s. 

Hahn (1986) explained that this new paradigm recognizes that improvements for PWDs must 

come from changes in the environment instead of expecting improvements in their physical 

or mental functions. The socio-political model stems from the failure of the environment to 

adjust to the needs of PWDs. On the other hand, the minority model of disability stresses 

attitudinal barriers as the primary problem faced by PWDs (Hahn, 1996). In fact, the socio-

political model of disability is also referred to as the New Paradigm (Cooke et al., 2002). 
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Furthermore, according to Kruse and Hale (2003), the disability rights movement was 

developed from the social model of disability. This is because; disability is defined as the 

relationship between the individual’s characteristics and the environment, where disability-

related problems can be solved by changing the environment. Hence, it is suggested that 

physical and mental impairments would be inconsequential, if only the environment is 

altered. 

 

Methods 

This section describes the methodology employed in developing the framework 

purported in this study with the aim to determine the factors that could increase the aspect 

of employability among PWDs. This study adopted the qualitative analysis that consisted of 

in-depth and semi-structured interviews among hiring staff from various organizations. 

Hence, this mode of research enabled the researcher to obtain and collect rich and in-depth 

perspectives. For instance, Pinter, Eisenson, and Staton (1980) asserted that people with 

visual impairments favored to be interviewed as they had good listening skills. In addition, 

interview techniques can produce detailed and more accurate data that provide reliability of 

the participants’ perspectives, and thus, offer a context through which the researcher can 

understand the problem to a greater deal and depth. On the whole, the researcher used 

purely qualitative method in this study to develop the framework. Therefore, a semi-

structured interview design was employed in this study to gather the required data.  

The general population for this study is People with Disability (PWD) in Malaysia. The 

respondents were purposely chosen from a particular group of PWDs or those who worked 

with PWD. The relevant group of people who worked with PWDs are HR managers, office-

mates of PWDs, and officers from the government agencies related to PWDs. 

The sample of the study had been comprised of PWDs by birth and also those who 

became disabled due to illnesses or accidents. Other list of samples for the study included HR 

Managers/Hiring Managers in an organization, office mates of the PWD, and government 

officers as representatives of the government agencies. The researcher also included another 

sample for the study in the form of the former regulator of Malaysia. The sample for the study 

is shown in Table 3.1 below. 
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Table 3.1. Sample of the study 

1.  PWD The disabled respondents will be classified, as blind, 

visually impaired, deaf and any other significant physical 

disability. 

2.  HR Managers/Hiring 

Managers 

To enhance understanding of their perception towards 

employing PWD. 

3.  Office Mate Employee without disabilities who work with disabled 

employees 

4.  Government Officers Government officers who work directly/indirectly with 

the PWD 

5.  Former Regulator To add credibility to this study 

 

Before commencement of the interview, the researcher obtained formal acceptance and 

agreement from the respective organization to participate in this interview. The procedure 

for data collection in this study is summarized in Table 3.3 below. 

 
Table 3.2. Procedure for data gathering 

Step 1 Initial contact 

Step 2 Appointment 

Step 3 Informed consent obtained  

Free to withdraw at any stage of the interview 

Step 4 Interview 

● Demographic 
● Interview protocol 

Step 5 Validate the response from each respondent 

 
As such, the researcher only continued with the research after obtaining ethical approval from 

the university committee. As for the method of analyses, the Interpretive Phenomenological 

Analysis (IPA) was employed to analyze the data collected during the interview. For this 

purpose, the researcher used the original data obtained from the respondents only for coding 

and nothing else is usurped for data analysis (Henwood, 2004). Next, the data were validated 

by cleaning the data. The data were checked for accuracy and consistency in the usage for 

analysis. After that, the results of the analysis were categorized to determine the emerging 

theme(s). With that, several minor categories were combined into a main category. 

Development of framework 
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This section describes the development of the framework related to employability among 

PWDs. The objective of this section is to describe in detail, the varied perspectives determined 

from the interview, thus providing rich interpretation of the topic investigated. 

The summary profile of the respondents is depicted in Table 4.1 below. 

 
Table 4.1. Summary profile for PWDs 

Details N % Details N % 

Age 14 100% Employer 14 100% 

25-29 6 43% Public 6 43% 

30-39 2 14% Self employed 2 14% 

40-49 3 21% Private 4 29% 

50-59 2 14% Institutes 2 14% 

60-69 1 7% Highest Education 14 100% 

Gender 14 200% PhD 1 7% 

Female 4 29% Master 3 21% 

Male 10 71% Degree 7 50% 

Disability 14 100% Diploma 1 7% 

Born disabled 9 64% Certificate 2 14% 

High fever 1 7% Salary 14 100% 

Accident 3 21% RM2000 plus 7 50% 

Polio 1 7% Below range 1 7% 

Position 14 100% RM5000 1 7% 

Penolong Pengarah 5 36% RM10,000 -13,000 1 7% 

Researcher 1 7% Not disclosed 2 14% 

Customer Service 1 7% RM10 p/pen 1 7% 

Lecturer 2 14% RM130-150 p/hour 1 7% 

Self Employed 1 7%    

Engineer 2 14%    

Draughtsman 1 7%    

Broadcaster 1 7%    

 

As a result, the following framework is developed based on various push factors that were 

determined from all the units of analysis, as summarised in Figure 4.1. Additionally, the 

research data also revealed some suggestions for improvement to address these push factors, 

which have been embedded into the framework. 
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Figure 4.1. Framework: Push factors in hiring disabled and suggestions for improvement 

 

Essentially, multiple push factors had been faced by both employers and PWDs at the hiring 

stage. Each factor is detailed in Table 4.2 below, as well as the suggestions for improvement, 

as recommended by the respondents. 
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Table 4.2. Push factors and suggestions for improvement embedded in the framework 

Theme Aspect 
Mention 
Frequency 

Mentioned by 

Push factors in 
hiring disabled 

Communication issue 1            Office mate 1 

Insufficient opportunity 10 
Office mate 11 
HR 1 
Disabled 5, 6, 7, 9, 10, 11, 13 

Unequal treatment 5 
Office mate 10 
Disabled 1, 7, 9, 13 

Downplay of the 
disabled 

22 

Office mate 2, 7, 10 
HR 6 
Disabled 4, 5, 6, 8, 9, 10, 12, 13 
Former Regulator 

Mind-set/awareness of 
employers 

28 

Office mate 9 
HR 1, 5, 7 
Disabled 1, 2, 3, 4, 6, 7, 9, 10, 11, 
12, 13, 14 
Govt officer 1 
Former Regulator 

Mind-set/awareness of 
public 

8 
Office mate 10 
Disabled 3, 4, 5, 9, 10, 11 
Govt officer 1 

Improvement 
suggestions for the 
disabled 

Create awareness  18 

HR 5, 6 
Disabled 2, 3, 4, 7, 9, 10, 11, 12, 13 
Govt officer 1, 2 
Former Regulator 

Categorise by ability 1 Disabled 2 

Information provision 21 
Office mates 4, 7, 8, 9 
HR 1, 2, 5, 6, 7  
Disabled 1, 2, 4, 7, 9, 10, 13 

Synergy of roles of 
government and 
industry 

3 
HR 2 
Disabled 10, 12 

Installation of facilities 8 

Office mate 7 
HR 5, 7 
Disabled 8, 12 
Govt officer 1, 2 

Internal factors of the 
disabled 

4 
Office mate 4 
Disabled 6, 8, 13 

 

The first push factor against the intention to hire PWDs is the communication issue 

between PWDs and the management and/or co-workers. It was argued by some of the 

respondents that disabilities, such as deaf and dumb, impede communication with others 

who are not conversant in sign language. Apart from that, from their experience, PWDs often 

result in communication barriers that prevent smooth exchange of ideas or information (Ta 

& Leng, 2013).  

The next push factor is that PWDs are not given enough opportunity by the employers 

to even be considered for employment (McMahon & Shaw, 2005; Copeland et al., 2010). The 
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moment their disability comes to the knowledge of the employers, they are denied the 

opportunity to be considered for the post, albeit them possessing the requirements as 

advertised for the post. 

Besides, some respondents reported that PWDs in their organization received unequal 

treatment compared to their co-workers who are normal. Evidently, this feeling of not being 

treated equally poses as a challenge towards the intention of the employers to hire PWDs 

(Barnes, 2013; Nota et al., 2014). 

Another factor is that PWDs are often downplayed in terms of their skills and abilities, 

albeit them possessing the said particular skills and abilities, which essentially causes them to 

feel inferiority complex. This finding is consistent with that reported by Lee et al., (2011), who 

discovered that employers possess unfavourable attitude towards the disabled. 

The following push factor against the intention to hire PWDs is the mind-set of employers, in 

which they are unaware or not ready to hire them in the first place. This finding is in line with 

that reported by Mansour (2009) and Nota et al., (2014). 

In line with this, the mind-set of the public is also worth noting from the interviews. It was 

found that the public is not ready and/or aware to accept PWDs in their daily life, what more 

the employment sector. 

In response to these challenges against the intention to hire PWDs, the interviews 

revealed numerous suggestions for improvement, such as a call for better information sharing 

channels, installation of the required software and hardware, as well as the synergic 

cooperation between the government and the industry. 

First and foremost, the suggestion is to go all out with the effort to create awareness about 

the potential of PWDs in the employment sector. All respondents agreed in unison that this 

awareness creation is the point of paramount significance in terms of effort to be put forward 

(Neath et al., 2007; Barnes, 2012). 

Another suggestion is to categorise the employment opportunities based on the type 

of disability, which would in turn, provide similar opportunity to the different groups of 

persons with disabilities, to be considered to be hired, as rightly suggested by Mansour 

(2009). Another pertinent recommendation to diversify and intensify information provision 

efforts to be able to reach out to the vast majority of PWDs (Braithwaite & Waldron, 1999) is 

for them to be engaged in social support groups for information sharing and provision. 
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Similarly, another suggestion by the respondents is to intensify the installation of proper 

system and facilities dedicated for PWDs, such as guided elevator and mobility aid system. 

Another aspect is transportation, as rightly argued by Khor (2002) and Heron and Murray 

(2003), where poor transportation system unsuitable for the disabled is highlighted as the 

biggest problem faced by PWDs. 

Finally, PWDs themselves need to stay confident and work hard to fulfil the tasks 

assigned to them. Jans et al. (2012) and Copeland et al. (2010) pointed out that PWDs would 

need to hold-it together and appear strong and confident.  

 

Implications 

A holistic approach that involves various stakeholders, such as people with disabilities, 

parents, educators, counselors, job coaches, employers, government agencies, and media is 

needed to enhance the employment rate of people with disabilities in Malaysia. This study 

provides food for thoughts for the stakeholders identifying the key factors of unemployment.  

Policy makers can get important ideas from this study to develop the existing law and policies 

to create a better environment for the disabled peoples.  

The findings of this study can inspire the industry players to provide attractive facilities, 

icentives and redesign the current organizational strategies as diversity and organizational 

image are important to gain the market share and profitability. 

 

Conclusion 

This section portrays the conclusion of the study and several recommendations based 

on the findings retrieved from this study directed to improve the present situation faced by 

PWDs. As depicted in the framework developed in this study, a number of significant push 

factors have been identified in this study. The communication issue between PWDs and the 

rest, including employers and co-workers, worsens when communicate fails. The respondents 

also indicated that they received unequal treatments from their employers in their respective 

organizations. This goes on to show that the intention to hire PWD is diluted. 

Other respondents have indicated their skills and abilities are often downplayed. This creates 

an unhealthy inferior complex in the minds of the PWD. The mind-set of the employer too is 

not in line with the strong intention to hire PWD. This is contributed by the fact that either 



The Joint Conference of AHRD-ARACD 2021 

 

895  

they are not aware or even not ready to hire PWD in the first place. The study further revealed 

that the public too are not ready to accept the presence of PWDs. 

Other than that, several suggestions for improvement that have been embedded in the 

framework are listed in the following: 

i) Create Awareness Programme 

ii) List of Opportunities 

iii) Flow of Information 

iv) Create Synergy between Government and Industry 

v) System and Facilities for PWD 

vi) Level of Confidence 

The overall conclusion of this study is that the researcher discovered vast inputs from the 

respondents in this study, which had been focused on PWDs. As it has been the objective of 

this study to develop a framework for PWD employability in Malaysia, the researcher, in 

conclusion, believes the findings obtained from this study shifts the focus to the person and 

not on the disability, as evidenced by this study. 
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Abstract 
 

This work-in-progress paper presents a preliminary literature review in 
order to understand the factors that impact the journey of women who are 
aspiring to be leaders. Preliminary findings show that human capital and 
social capital are two factors that effect women’s leadership development. 
Based on preliminary findings, implications for human resource 
development (HRD) are presented. HRD professionals should consider 
these two factors when designing leadership development programs for 
women and programs supporting learning of women in their journey to 
become leaders. 
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Introduction 

While an increasing number of women globally have entered into and advanced to 

higher management positions, this is far from paralleling that of men (Qiu & Dooley, 2018). 

Women face a unique context. They experience difficulties with social norms that 

discriminate against women, education fails to build self-confidence, and support agencies 

are inadequate. The purpose to understand the factors that impact the journey of women 

who are aspiring to be leaders. This paper will present the literature review methodology 

followed by the findings as they relate to human capital in women’s leadership 

development and social capital in women’s leadership development and concludes with 

conclusions and implications for human resource development. 

 

Literature Review Methodology 

For the purpose of this preliminary literature review, eight articles were chosen 

based on the varied research methods among them and the varied population samples. The 

literature search was conducted through The George Washington University Libraries. The 

initial search was conducted in the ABI/INFORM Collection database for “women’s 

leadership development” was filtered by Peer-reviewed Journals and English. Six results 
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were chosen, Carter, et al. (2020), Collay & Cooper (2008), Debebe (2017), Qiu & Dooley 

(2018), Knopik & Moerer (2014), and Selzer, et al. (2017). Based on the review of the articles 

and references, “women leader” was then searched to include variations of leader including 

leaders and leadership in the Business Source Ultimate database with the same filters 

applied and found Mcgowan et al. (2020) and Davidson (2018). 

 

Human Capital in Women’s Leadership Development 

Selzer et al. (2017) suggest that to effectively develop women leaders, work must 

be done at the personal, interpersonal, and organizational levels to include personal 

reflection, identity work, and structural and institutional support. Collay and Cooper (2008) 

state that critical reflection and self-authorship needs to be included in graduate instruction 

to better manage the complexities of work and life with confidence. Carter et al. (2020) 

emphasized the significance of a gender equity mentoring program for the mutually 

beneficial experience of sharing knowledge and reflections on women’s journeys to reach 

professional goals. Debebe (2017) created a model to demonstrate that critical thinking 

supported by training that addresses the double bind catalyzes transformative leadership 

effectiveness, growth, and satisfaction. Qiu and Dooley (2018) found that there are no 

significant gender differences between men and women regarding task-directed and 

relationship-directed leadership orientations, and both adapt to leadership orientations 

given the context for effective leadership. This contrasts the social norm that only women 

are relationship-oriented leaders and that men are more effective task-oriented leaders 

and suggests balanced leadership behaviors by women. 

Major obstacles in women’s leadership development include social, institutional, 

and cultural factors, such as the double bind that perpetuates inferiority and social norms 

that question women’s leadership ability (Debebe, 2017). For example, Qiu & Dooley (2018) 

found no significant gender difference in leadership behaviors in graduate students. They 

were likely to adopt relationship orientation in their leadership position and demonstrated 

situation-dependent leadership and balanced behavior to make a change for better 

leadership. However, while there may not be gender differences in leadership orientation, 

women still face the double bind of gender norms that is imposed by society (Collay & 

Cooper, 2008; Debebe, 2017; Selzer et al., 2017; Qiu & Dooley, 2018). Mcgowan et al. (2020) 

identify the need for human capital beyond competency. They argue for leadership 
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educational programs that support female entrepreneurial ambition, and, specifically, the 

self-confidence necessary for leadership in order to overcome the double bind, 

disadvantage, and discrimination based on their age, gender, communal and agentic 

strengths. 

Transformative reflection and critique is key to overcoming obstacles (Collay & 

Cooper, 2008; Debebe, 2017; Selzer et al., 2017). Critical reflection links past experience 

with present leadership practice. Through critical reflection, women, society, and 

institutions need to reform their preconceived notions of social norms and change 

behaviors and patterns of thinking (Collay & Cooper, 2008; Debebe, 2017; Selzer et al., 

2017; Qiu & Dooley, 2018). Training, policy, and mentoring pipelines need to be created to 

address the binds of women leaders (Collay & Cooper, 2008; Debebe, 2017; Qiu & Dooley, 

2018). Education and leadership programs need to facilitate critical reflection and 

mentoring to overcome social norms starting at early development (Carter et al., 2020; 

Collay & Cooper, 2008; Selzer et al., 2017). 

Critical reflection in women’s leadership journey includes self-awareness of their 

multiple roles and identities as professionals, mothers, homemakers, and as having 

differing dominant and subordinate identities (Selzer et al., 2017); reshaping thinking to 

overcome the double bind that perpetuates inferiority and social norms that question 

women’s leadership ability (Debebe, 2017); instilling self-reflection, critical thinking, and 

self-authorship (Collay & Cooper, 2008); mentoring to share knowledge and reflections with 

each other (Carter et al., 2020); and transforming ineffective thinking into leadership 

effectiveness (Qiu & Dooley, 2018). Critical reflection can empower women to be their 

whole selves without restriction; there would be more visible and tangible mentoring and 

sponsoring of other women. “No longer would there be an artificial separation between 

the personal and the political. All women would have agency (Selzer et al., 2017, p. 18). 

 

Social Capital in Women’s Leadership Development 

Knopik and Moerer (2014) suggest that women utilize social capital to learn from 

each other, share strengths, become aware of weaknesses, and to make their networks 

more encompassing and resilient. Davidson (2018) presents that women leaders identify 

quality and contributions of select female relationships in the workplace as contributing 

factors to the quality of their leadership experiences. Mcgowan et al. (2020) claim that 
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women seeking to assume a leadership role in society are insufficiently resourced in terms 

of their social and human capital, and such deficits have consequences for the effectiveness 

of their leadership potential and the development of their enterprises. 

Mcgowan et al. (2020) also identify the qualities of social capital needed for 

women’s leadership development. Mcgowan et al. recognize that there are inadequate 

support agencies, both formal and informal, that are currently female-unfriendly male-

dominated networks; competitive, unsupportive female-only networks; and negative, 

hostile family and friends’ networks. Knopik and Moerer (2014) found that how women 

create, sustain, and use social capital for their professional and psychosocial benefit 

impacts their career, and being insufficiently resourced has consequences for the 

effectiveness of their leadership potential and the development of their enterprises 

(Mcgowan et al., 2020). 

Knopik and Moerer (2014) further explore the double bind and find additional 

factors that impact women’s journey to become leaders. They identify the glass ceiling that 

is an invisible barrier preventing women from advancing their careers to higher levels 

occupied by male colleagues with the underlying assumption that women are not capable 

of positions of leadership authority; the concrete wall that prohibits women from the 

workplace due to biological reasons with the underlying assumption that women must 

assume the role of homemaker; and the labyrinth of women’s access to leadership that is 

bound by challenges of maneuvering the maze and dead ends which restrict her progress. 

Knopik and Moerer illustrate that development of networks and mentors is one of the most 

critical needs for women leaders to share knowledge, learn from each other, and overcome 

this gender inequity. 

While women leaders are affected by gendered organizational culture and by 

stereotypes of leadership that are predominantly male, they also face contradictions 

concerning their relationships with each other. Women are perceived to be relationally 

oriented and socially responsive, but also backbiting and competitive; expected to show 

relational skills, but with no acknowledgement of what their skills contribute to 

organizations; expected to practice solidarity but also perceived as queen bees. In the face 

of these contradictions, Davidson (2018) illuminates the character and contributions of 

select relationships that women leaders themselves identify as contributing factors to the 

quality of their leadership experiences. Results offer alternative ways to think about women 
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leaders’ work-related relationships, recasting the usually invisible skills women bring to 

them as skills critical to enhancing their leadership, beneficial to the organization, and a 

means of challenging the status quo of gendered institutional culture. 

In addition to psychosocial benefits, women need social capital networks for 

professional benefits, including knowledge sharing and access to a leadership pipeline 

(Carter et al., 2020). Carter et al. found that female mentoring relationships create 

pathways to a leadership pipeline to overcome gender inequity. Additionally, female 

mentors and mentees who were matched together based on having similar professional 

goals and achieved a mutually beneficial relationship through knowledge sharing and 

reflection on their experience. The psychosocial and professional benefits of female-to-

female mentoring and role modeling is a key element to effective women’s leadership 

development (Carter et al., 2020; Collay & Cooper, 2008; Davidson, 2018; Debebe, 2017; 

Knopik & Moerer, 2014; Mcgowan et al., 2020; Selzer et al., 2017). 

 

Conclusion and Implications 

The findings in this paper based on this preliminary literature review show two 

factors of human and social capital that effect women’s leadership development. Women 

aspiring to be leaders need both human and social capital. Human capital includes 

developing self-efficacy and critical reflection about past experience and leadership 

practice, and social capital includes learning from other women and creating a leadership 

pipeline to support each other. Further, when technological competency is present, social 

capital can be more essential to leadership advancement than skillful performance of 

managerial tasks (Collay & Cooper, 2008; Davidson, 2018; Debebe, 2017; Knopik & Moerer, 

2014; Mcgowan et al., 2020; Selzer et al., 2017; Qiu & Dooley, 2018). Based on these 

preliminary findings, HRD professionals should consider these factors when designing 

leadership education programs for women and supporting women in the journey to 

become leaders. This is also a viable topic for future research given the importance of 

diversity and inclusive leadership, and beneficial to HRD practitioners and scholars. 
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Thank you all!  

See you next year! 

 



 

 

 

 

 

 

 

 

 

 

 


