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Career administration as a determinant of proactive behavior

ABSTRACT1

23

Career guidance and counselling and its 
numerous services are meant to address issues 
bordering on career development, social changes 
and challenges. One of the modern challenges 
and threats to effective functioning, productivity 
and efficient service delivery in organizations is 
rapid changes in the 21st century, which needs 
to be addressed headlong. By addressing the 
duo problem of organizational development 
and the human aspect of organization, career 
administration considers as expedient, having 
proactive individuals who assist in moving the 
organization forward. Proactive personality 
professionals achieve several desirable individual 
and organizational outcomes: objective career 
success, career satisfaction, job performance 
and organizational citizenship behavior, job 
satisfaction, affective commitment, taking 
charge and voice behavior which often are the 
central concern of every organization. This 
study examines the relationship between the 
career administration and proactive behavior. 
Self-report questionnaires are utilized to collect 
data from employees working at an oil and 
gas firm in West Malaysia. The results of SPSS 
program presented two essential outcomes: first, 
job autonomy was significantly correlated with 
proactive behaviour. Second, transformational 
leadership was significantly correlated with 
proactive behavior. This result demonstrates that 
career administration does act as an important 
determinant of proactive behavior in the 
studied organization. Additionally, discussion, 
implications and conclusion are elaborated.

Keywords: career administration, proactive 
behavior, career satisfaction.

JEL: M, M1, M12

1. INTRODUCTION 

Career program is one of the several tools that 
are used to develop and enhance employees’ 
career well-being in organizations (Ismail, 
Daud & Madrah, 2011; Neary, Dodd & 
Hooley, 2015; Zhou, Li, & Gao, 2016). Human 
resource managers are often saddled with the 
responsibility of planning and designing career 
programs in their organizations by stakeholders. 
In managing career programs, Human Resource 
Managers often work together with other line 
managers. They do this in planning incremental 
and wide career programs so as to create a 
balance between individuals’ career needs and 
the organizations’ needs, and subsequently 
match employees’ interests and capabilities 
with their organizational’s current and future 
innovations and changes (Lips-Wiersma & 
Hall, 2007; Antoniu, 2010). If these career 
plans are appropriately administered, they will 
help organizations to maintain top talented 
people, enhance engagement and productivity, 
strengthen the succession plan with talented 
people, enhance knowledge transfer and 
retention, fill internal skill and role gaps, and 
create positive employer reputation (Insala, 
2016). 

Consequently, it could also lead to maintaining 
and achieving the organizational strategies and 
goals (Ismail et al., 2011; Martin et al., 2001). 
All these are aside of the different outcomes 
that Yang and Chau (2016) have discovered to 
be positive outcomes of such exercise in their 
recent study. 

A review of the present literature relating to 
human resource development discussed that 
competent administration determines career 
success. It consists of two relevant dimensions: 
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job autonomy and transformational leadership 
(Ngima & Kyongo, 2013; Cheung & Wong, 2011; 
Wan Aishah, Azman & Raja Rizal Iskandar, 
2015). Job autonomy is nurtured in high 
commitment management practice which offers 
a degree of freedom with discretion given by an 
employer to the employee. The privilege of job 
autonomy amongst others enables an employee 
to determine work methods and procedures, 
plan work schedules based on priority, and, 
help to decrease red-tapes in decision making 
process on the basis of different job levels 
and classifications (Breaugh & Becker, 1987; 
Husaini, 2008). This practice will strongly 
enhance employees’ sense of responsibility 
in decision making thereby leading to the 
achievement of career goals (Morgeson, 
Delaney-Klinger & Hemingway, 2005; Parker, 
Axtell & Turner, 2001). 

In the case of transformational leadership, it 
is developed based on social relation where 
leaders implement transformational process 
through individualized considerations 
(e.g., understanding employees’ different 
characters and abilities) (Chiaburu, Diaz, & 
Vos, 2013). Aside of this, coming further from 
transformational leadership are values such 
as intellectual stimulations (e.g., encouraging 
employees to gain new knowledge and 
skills), inspirational motivations (e.g., leaders 
influencing employees), and idealized influence 
(e.g., leaders demonstrating their leadership 
abilities and credibility) in performing daily 
tasks (Khan, Ghouri, & Awang, 2013). Thus, 
it is affirmed that job autonomy motivates 
employees towards achieving their career 
objectives in organizations (Bass, 1985; Bass & 
Avolio, 1990; Ismail et al., 2010; Rasid, 2007). 

Interestingly, several extant studies about 
successful organizations highlight that 
administrators’ ability to manage employee 
careers appropriately may have a significant 
impact on employee outcome, especially 
proactive behavior (Searle, 2011; Brandt, 2012). 
From an organizational behavior perspective, 
proactive behavior is often used to define the 
behavior of individuals having high motivation 
(Vroom, 1964), good planning know-how, high 
awareness and sensitivity to environmental 
changes, innovative ideas and ability to handle 
emotions thereby enhancing performance and 

making the achievement of career goals to 
be possible or realizable (Crant, 2000; Fay & 
Freese, 2001). 

Within a career administration model, many 
researchers interpret that job or work-related 
autonomy is defined as freedom to practice 
profession in accordance to training. However, 
transformational leadership and proactive 
behavior may have different meanings, but 
are highly interrelated concepts (Stone-
Johnson, 2017). For example, the willingness 
of administrators to appropriately conduct 
job autonomy and transformational process 
in handling daily job may strongly enhance 
employees’ proactive behavior in organizations. 
Inter alia, it is discovered that the use of factors 
such as structural autonomy, which encourages 
breaking the barrier of departmental hierarchy, 
helps to dismantle impediments or problems 
that might be encountered by organizations. 
This is exemplified and discernible in 
situations where strategic norms or traditions 
in organizations assist individuals and group 
decision-making authority necessary in 
investigating entrepreneurial possibilities. It 
in addition, helps to champion innovations 
and new venture concepts (Ndubuisi, Capel, & 
Ndubuisi, 2015). Although the nature of this 
relationship is interesting, the role of career 
administration as an important determinant 
has been ignored in organization career models 
(Seibert, Kraimer, & Crant, 2001; Ndubuisi et 
al., 2015).

Many researchers argue that career 
administration has been ignored in previous 
studies because of several factors: first, many 
previous studies have much emphasized on the 
internal properties of career administration 
construct such as definitions, typologies, 
purposes and the importance of career 
programs in various organizations (Brandt, 
2012; Ismail, et al., 2013; Searle, 2011). Second, 
many previous studies have extensively 
employed a simple association analysis method 
to describe employee attitudes toward the types 
of career planning and management, assessing 
the strength of association between career 
administration and general career outcomes 
such as protean career, promotion, satisfaction 
and well-being in organizations. However, 
effect size and nature of the correlation 
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between career administration and proactive 
behavior based on organizational behavioral 
sciences has been ignored in workplace career 
model (Brandt, 2012; Ismail, et al., 2013; Puah 
& Ananthram, 2006). As a result, these findings 
have only provided general recommendations 
that may not be adequate for use as important 
guidelines by practitioners in understanding 
the complexity of career administration 
concept, and setting up innovative structural 
changes (Ndubuisi et al., 2015) to upgrade 
the effectiveness of career administration 
in dynamic organizations (Kong, 2013; Wan 
Aishah et al, 2015). Thus, it is this situation that 
stimulates these researchers to venture into 
further exploring the relationship. 

This study was conducted with two major 
objectives in mind:
	To measure the relationship between job 

autonomy and proactive behavior, and
	To measure the relationship between 

transformational leadership and 
proactive behavior. 

The structure of this paper consists of five 
sections: literature review, methodology, 
findings, discussion/implications and conclusion.

2. LITERATURE REVIEW 

2.1 Relationship between Career 
Administration and Proactive 
Behavior

The predicting role of career administration is 
consistent with the notion of Hall and Associates’ 
(1986) organizational career development 
working model, which posits that well-designed 
and managed career programs are effective 
treatment styles that may enhance employees’ 
career advancement. This theory shows that the 
notion of effective treatment can be translated as 
job autonomy and transformational leadership. 
The notion of this theory has been supported 
by career administration research literature 
(Arthur & Rousseau, 2001). For instance, 
many of the previous studies were conducted 
using a direct effects model to assess career 
programs in several organizational settings 
such as the perceptions of 410 direct reports, 
and the report on 113 supervisors from three 

departments within a large public organization 
(state government agency) in the United States 
(Searle, 2011). Other than this, the perceptions 
of 131 employees in the Netherlands (Brandt, 
2012), 76 workers at various manufacturing 
and retailing companies in South Africa 
(Minnaar, 2014), and 179 workers at research 
and consulting firms in the Netherlands (De 
Jong et al., 2015) all had been used variously at 
one time or the other. 

The outcomes of these surveys reported 
two important findings: first, the ability of 
administrators to appropriately implement 
job autonomy in executing daily work has 
enhanced employees’ proactive behavior in 
the organizations (Brandt, 2012; De Jong et 
al., 2015; Searle, 2011). Second, the ability of 
administrators to appropriately implement 
transformational process in executing daily 
work has enhanced employees’ proactive 
behavior in the organizations (Brandt, 2012; 
Minnaar, 2014; Searle, 2011, Stone-Johnson, 
2017). Thus, it was hypothesized that:

H1:  Job autonomy positively correlates with 
proactive behavior

H2:  Transformational leadership positively 
correlates with proactive behavior

3. RESEARCH METHOD

3.1 Research Design

This study is conducted on an oil and gas 
company located in Klang Valley in West 
Malaysia. For confidential and professional 
ethical reason, the name of organization 
is kept anonymous. This organization has 
many employees possessing various working 
experiences, professional knowledge and skills 
that qualify them to handle high technology 
and hazardous materials that are used often 
by the oil and gas industry. In a bid to maintain 
competent employees, it was exigent and 
compelling for the leaders of the organization 
to introduce job autonomy. It is believed that 
by introducing job autonomy, employees will 
be at liberty to use their discretion in meeting 
customers’ needs and expectations while 
the use of transformational leadership style 
(e.g., relationship based training to develop 
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employees’ full potentials, motivating employees 
to use new knowledge and techniques in doing 
job, and orienting employee attitudes to support 
the organizational goals) will encourage a 
better input and productivity. Although career 
administration has been widely implemented in 
the organization, its effectiveness has not been 
empirically investigated. Therefore, a need to 
study this relationship is imperative. 

This study uses a cross-sectional research 
design, allowing the researchers to integrate the 
career administration literature and the actual 
survey carried out. As suggested by prominent 
scholars, the use of data collection procedure 
may help the researchers to acquire precise 
data, less bias data and high quality set of data 
(Creswell, 1998; Creswell, 2012; Sekaran, 2000). 
During the initial stage of this study, a survey 
questionnaire was drafted based on the career 
administration literature. In furtherance to this, 
a back translation technique was employed to 
translate the survey questionnaires into Malay 
and English versions in order to increase the 
validity and reliability of the results (Brislin, 
1970; Creswell, 1998; Wright, 1996).

3.2 Measures

The survey questionnaire has four sections:
	Job Autonomy

This section has 11 items adapted 
from career program relating to job 
autonomy (Saragih, 2011; Mack, 2012). 
The dimensions used to measure job 
autonomy are work method, work 
scheduling and decision making. 

	Transformational Leadership 
This section has 11 items adapted 
from career program relating to 
transformational leadership (Callow et al, 
2009; Rank, 2006). The dimensions used 
to measure transformational leadership 
are charisma, individual consideration, 
inspirational motivation and intellectual 
stimulation. 

	Proactive Behavior
This section has 5 items adapted from 
career program relating to proactive 
behavior (Searle, 2011; Gevorkian, 
2011). The dimensions used to 

measure proactive behavior are career 
management behavior, proactive 
personality and networking. 

	Career Satisfaction
This section has 8 items adapted from 
career program relating to career 
satisfaction (Sutton, 2006; Mohd Rasdi, 
Garavan & Ismail, 2011). The dimensions 
used to measure career satisfaction are 
extrinsic and intrinsic career successes. 
These items are measured using a 7-item 
scale ranging from “strongly disagree/
dissatisfied” (1) to “strongly agree/
satisfied” (7). Demographic variables 
were used as controlling variables 
because this study focuses on employee 
attitudes.

3.3. Sample

A purposive sampling technique was employed 
to distribute 200 survey questionnaires to 
employees who work in all departments 
within the studied organization. This sampling 
technique was chosen because the head of 
the organization had not provided the list 
of registered employees to the researchers 
for confidential reasons. As a result, this 
situation did not allow the researchers to select 
participants randomly from the population. 
From the distributed questionnaires, 132 
(66 percent) usable questionnaires were 
successfully collected back by the researchers. 
The survey questionnaires were answered 
by participants based on their consent and 
willingness to participate. The sample of 
this study exceeds the minimum sample of 
30 participants as required by probability 
sampling technique, showing that it may be 
analysed using inferential statistics (Sekaran, 
2000; Leedy & Ormrod, 2005).

3.4. Data Analysis

Data analysis technique as proposed by Hair 
et al. (2010) is being employed to assess the 
validity and reliability of the instrument and 
also for testing the research hypotheses. Initially, 
exploratory factor analysis was used to assess 
the validity and reliability of the measurement 
scales employed. Pearson correlation analysis 
and descriptive statistics were then conducted 
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to analyse the constructs. Finally, multiple linear 
regression analysis was conducted to assess the 
magnitude and direction of the relationship 
between many independent variables and one 
dependent variable (Foster, Stine & Waterman, 
1998). The results of this regression analysis are 
shown by path coefficients (i.e., standardised 
betas (β) and p values (p<0.05; p<0.01; 
p<0.001) (Wong, Hui & Law, 1995). Further, 
the value of R2 is applied as an indicator of the 
model’s overall predictive strength (i.e., 0.26 
(substantial effect), 0.13 (moderate effect) and 
0.02 (weak effect) (Cohen, 1988).

4. RESULTS AND DISCUSSION

4.1 Profiles of Respondents

Table 1 shows that majority of the respondents 
are male (56.8 percent), aged 25 to 34 (64.4 
percent), degree holders (47.7 percent), 
employees who have served from 15 to 24 years 
(52.3 percent) and employees who have had 
monthly salaries starting from RM5000 and 
above (50.0 percent). 

Table 1: Participant Characteristics (N=132)

Participant Characteristics Sub-Profile Percentage (%)

Gender Male
Female

56.8
43.2

Age

Below 25 years
25 - 34 years
35 - 44 years
45 - 54 years

55 years and above

2.3
64.4
22.7
9.8
0.8

Education
LCE/SRP

MCE/SPM
HSC/STPM

Diploma
Degree
Others

1.5
8.3

34.1
0.8

47.7
7.6

Length of Service
Below 5 years

5 - 14 years
15 - 24 years

25 years and above

33.4
52.3
11.3
3.0

Monthly Salary

Valid < RM 1000
RM 1000-RM2499
RM 2500-RM3999
RM 4000-RM4999
RM5000 and above

1.5
10.6
37.1
0.8

50.0
 
 Note:  
  SPM/MCE :  Sijil Pelajaran Malaysia/Malaysia Certificate of Education
 STPM/HSC :  Sijil Tinggi Pelajaran Malaysia/Higher School Certificate
 RM :  Malaysian Ringgit
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4.2. Measurement Model

Table 2 displays the results of validity and 
reliability analyses for the instrument. The 
questionnaires have 35 items relating to 
four variables: job autonomy (11 items), 
transformational leadership (11 items), 
proactive behavior (5 items) and career 
satisfaction (8 items). The factor analysis 
with direct oblimin rotation was done for four 
variables with 35 items. The Kaiser-Mayer-Olkin 
Test (KMO) which is a measure of sampling 
adequacy was conducted for each variable with 
the results indicating acceptability. Specifically, 

these statistical results showed that (1) all the 
research variables exceeded the acceptable 
standard of Kaiser-Meyer Olkin’s value of 0.6, 
(2) all the research variables are significant 
in Bartlett’s test of sphericity, (3) the research 
variables have eigenvalues larger than 1, (4) the 
items for each research variable exceed factor 
loadings of 0.40 (Hair et al., 2010), and (5) all 
the research variables exceed the acceptable 
standard of reliability analysis of 0.70 (Nunally 
& Bernstein, 1994). These statistical results 
confirm that the instrument has met the 
acceptable standard of validity and reliability 
analyses.

Table 2. Validity and Reliability of the Instrument

Measure Item
Factor 

Loadings
KMO

Bartlett’s Test 
of Sphericity

Eigenvalue
Variance 

Explained
Cronbach 

Alpha

Job Autonomy 11
0.541 to 

0.782
0.883

695.239; 
p=0.000

5.547 50.430 0.897

Transformational
Leadership

11
0.567  to 

0.881
0.920

1173.201; 
p=0.000

7.136 64.873 0.945

Proactive 
Behavior

5
0.600 to 

0.811
0.826

297.502; 
p=0.000

3.353 55.876 0.833

4.3 Construct Analysis

Table 3 shows the results of descriptive 
statistics and Pearson correlation analysis. The 
mean values for the variables are between 5.53 
and 5.81, signifying the levels of job autonomy, 
transformational leadership and proactive 
behavior ranging from high (4) to highest level 
(7).

The correlation coefficients for the relationship 
between the independent variable (i.e., job 
autonomy and transformational leadership) 
and the dependent variable (i.e., proactive 
behavior) are less than 0.90, indicating that 
the data are not affected by serious collinearity 
problem (Hair et al., 2010). These statistical 
results further confirm that the constructs have 
satisfactorily met the criteria of validity and 
reliability analyses.

Table 3. Descriptive Statistics and Pearson Correlation Analysis

Variables Mean Standard 
Deviation

Pearson Correlation (r)

1 2 3

Job Autonomy 5.8104 .54749 1

Transformational
Leadership 5.5337 .78069 .580** 1

Proactive Behavior 5.7248 .56935 .496** .483** 1
 
Note: Correlation Value is significant at **p<0.01     Reliability estimation are shown in a diagonal 
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4.3.1. Outcomes of Testing Hypotheses 1 
and 2

Table 4 shows that the inclusion of job 
autonomy in the analysis accounts for the 33 
percent in the variance of proactive behavior, 
showing that it provides a substantial effect 
for the overall model (Cohen, 1988). The 
hypothesis testing displays two major findings: 
first, job autonomy positively and significantly 

correlated with proactive behavior (β=0.332; 
p<0.001), thus supporting hypothesis H1. 
Second, transformational leadership positively 
and significantly correlated with proactive 
behavior (β=0.306; p<0.001), thus supporting 
hypothesis H2. These results demonstrate that 
job autonomy and transformational leadership 
are important antecedents of proactive behavior 
in the studied organization. 

Table 4. The Outcomes of Linear Regression Analysis Showing the Relationship between Career 
Administration and Proactive Behavior

Variables
Dependent Variable
(Proactive Behavior)

Step 1 Step 2

Controlling Variable

Gender .067 .149

Age -.043 .031

Education -.038 -.071

Position -.024 -.047

Length of Service .086 .026

Monthly Income .110 .029

Marital Status -.061 .003

Independent Variable

Job Autonomy .332***

Transformational Leadership .306***

R Square
Adjust R Square
R Square change
F
F ∆ R Square

0.26
-0.029
0.026
0.473
0.473

0.325
0.276
0.299

6.538***
27.070***

Note: *p<0.05, **<0.01, ***p<0.001  Beta = Standardized Beta

As an extension of the hypothesis testing, 
the value of variance inflation factor for the 
relationships: 1) between job autonomy and 
proactive behavior is 1.087 and 2) between 
transformational leadership and proactive 
behavior is 1.043. These values are less than 
10.0, indicating that they are not affected by a 
serious collinearity problem (Hair et al., 2010). 

4. 4. Discussion and Implications

The outcome of this study reveals that career 
administration does act as an important 
determinant of proactive behavior. In the 
context of this study, managers have designed 
and administered career programs for 
employees who work at different job levels 
and categories based on the broad policies 
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and procedures that were established sequel 
to their stakeholder’s needs. Majority of the 
respondents are of the view that the levels of 
job autonomy, transformational leadership 
and proactive behavior are high in the 
organization. These results show that the 
capability of administrators to appropriately 
implement job autonomy and transformational 
leadership in executing daily job may lead to 
greater employees’ proactive behavior in the 
organization.

This study provides three major implications: 
theoretical contribution, robustness of research 
methodology, and contribution to practitioners. 
With respect to theoretical contribution, the 
outcomes of testing the research model have 
enhanced our understanding that career 
administration is an important determinant of 
proactive behavior in the studied organization. 
This finding of the study is consistent with 
the notion of Hall and Associates’ (1986) 
organizational career development working 
model, which reveals that the ability of 
administrators to appropriately implement 
job autonomy and transformational leadership 
style in executing daily job may enhance 
employees’ proactive behavior. This result is 
also consistent with studies by Searle (2011), 
Brandt (2012), Minnaar (2014) and De Jong et 
al. (2015). In terms of the robustness of research 
methodology, the survey questionnaire data 
have met the criteria of validity and reliability 
analyses, thus providing assurance of accurate 
and reliable research findings. 

With reference to practical contributions, this 
study provides important recommendations 
that may help practitioners to improve career 
administration in dynamic organizations. 
This objective may be achieved if senior 
administrators pay more attention onto 
the following areas: firstly, relationship-
based training should be properly designed 
to upgrade the ability of administrators 
in implementing coaching and mentoring 
methods to meet  various employees’ needs 
and expectations. Secondly, the type, level and/
or amount of reward given should be reviewed 
to take on board the higher contribution of 
higher performing employees. This effort 
may enhance high performing employees’ 

satisfaction, intention to stay and job motivation 
in organizations. 

Thirdly, positive social support should be 
promoted in order to enhance cooperation 
and collaboration between management and 
followers, as well as between co-workers in 
performing their day to day job operations. 
This initiative may increase job motivation 
and service quality, as well as decrease work 
conflict and distress problems in organizations. 
Finally, recruitment and selection policies 
should be oriented to hire employees who 
have salient competencies such as recognized 
academic qualifications in management, 
professional human resource development 
certificates, good personalities and good 
working experience in management to fulfil 
important positions in organizations.  This 
competent employee is an important asset 
because their expertise can be utilized to 
facilitate and guide junior staff in decreasing 
malpractices and enhancing innovations to 
achieve organizational objectives. If these 
suggestions are heavily considered, they may 
strongly encourage employees to support 
workplace career strategy and goals. 

The conclusion should be cautious with several 
methodological and conceptual limitations. 
Firstly, the data was only taken once in the 
duration of this study and this method may 
not capture detailed intra-individual changes, 
restricting to only making comparison within 
the sample. Secondly, this study only examines 
the relationship between latent variables and 
does not specify the relationship between 
specific indicators for the independent variable 
and dependent variable. Thirdly, the study only 
focuses on particular dimensions of career 
administration ignoring other important 
dimensions (such as planning, training and 
personality). Fourthly, other career outcomes 
such as promotion and satisfaction that have 
been found to be significant for organizations 
and employees are not discussed in this study. 
Finally, the sample used in this study was taken 
using a purposive sampling technique on a 
single company. These limitations may decrease 
the ability of generalizing the results of this 
study to other organizational backgrounds. 
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This study provides some important suggestions 
in order to strengthen future research. Firstly, 
various respondent variables such as gender, 
age and marital status should further be 
explored. If these variables are included in 
the analysis, they may provide meaningful 
perspectives in understanding the impact 
these variables may have upon the workplace 
career success. Secondly, a longitudinal study 
is another option that may be explored since 
it has more capability describing the patterns 
of change, direction and, magnitude of causal 
relationships between variables of interest. 
Thirdly, this study could provide useful findings 
if it is conducted in several organizations and 
the results compared to produce expressive 
findings. 

Fourthly, other theoretical constructs of career 
administration such as career planning, protean 
career and career ladder may be considered 
as they have been widely acknowledged as 
providing an important link between career 
administration and career advancement. Next, 
other dimensions of proactive behaviour like 
personality and networking need to be measured 
because they have commonly been known as 
essential outcomes of career administration. 
Finally, objective career outcome constructs 
such as promotion and reward could also 
be studied because they are found to be 
important outcomes of career administration. 
These provide many areas for future research 
relating to career administration and proactive 
behavior.

5. CONCLUSION 

This study confirms that the ability of 
management to appropriately implement job 
autonomy and transformational leadership in 
executing day to day job operations may lead 
to higher employees’ proactive behavior in 
the studied organizations. Therefore, present 
research and practice within the human 
capital development and management need to 
incorporate job autonomy and transformational 
leadership as key factors into the domain 
of career administration. The study further 
suggests that the capability of administrators 
to appropriately implement job autonomy 
and transformational leadership in the design 

and administration of career programs will 
strongly induce subsequent positive employee 
outcomes (e.g., career satisfaction, promotion 
opportunity and organizational citizenship 
behavior). Thus, these positive outcomes 
may lead to maintaining and enhancing 
organizational performance in facing global 
competition.

ACKNOWLEDGEMENT

The authors would like to thank research 
assistants who put great efforts to collect and 
key in survey questionnaires data in the IBM 
SPSS. They are Eulis Ratnaningsih Adedodos 
Akhmad, Harnyzurina Mohd Ibrahim, Lailatool 
Nuqiah Muhammad and Norhamamah 
Jamaluddin. Also, special thanks to Irfan Yeoh 
Abdullah for his input. 

REFERENCES 
 
1. Antoniu, E. (2010). Career Planning 

Process and Its Role in Human Resource 
Development. Annals of the University of 
Petroşani, Economics, 10 (2), pp. 13-22.

2. Arthur, M. B., & Rousseau, D. M. (2001). The 
boundaryless career: A new employment 
principle for a new organizational era. 
Oxford University Press on Demand.

3. Bass, B. M. & Avolio, B. J. (1990). The 
Implications of Transactional and 
Transformational Leadership for 
Individual, Team, and Organizational 
Development. In R. W. Woodman & W. A. 
Pasmore (Eds.), Research in organizational 
change and development, 4: 231-272. 
Greenwich, GT: JAI Press.

4. Bass, B.M. (1985). Leadership and 
Performance Beyond Expectations, The 
Free Press, New York, NY.

5. Brandt, A. (2012). The Relationship 
Between Transformational Leadership 
and Proactive Behavior, and the Role of 
Meaningfulness and Stress. Master thesis. 
Faculteit Economie En Bedrijfskunde.

6. Breaugh, J. A., & Becker, A. S. (1987). 
Further Examination of the Work 



16 Economic Review – Journal of Economics and Business, Vol. XV, Issue 1, May 2017

Ismail, A.,  Wan Mohd N., Azmawaty M. N.

Autonomy Scales: Three Studies. Human 
Relations, 40 (6), pp. 381-400.

7. Brislin R. W. (1970). Back-Translation for 
Cross-Cultural Research. Journal of Cross-
Cultural Psychology, 1 (3), pp. 185-216.

8. Callow, N., Smith, M. J., Hardy, L., Arthur, 
C. A., & Hardy, J. (2009). Measurement 
of Transformational Leadership and Its 
Relationship with Team Cohesion and 
Performance Level. Journal of Applied 
Sport Psychology, 21, pp. 395-412.

9. Cheung, M. F. Y., & Wong, C. S. (2011). 
Transformational Leadership, Leader 
Support, and Employee Creativity. 
Leadership & Organization Development 
Journal, 32 (7), pp. 656-672.  

10. Chiaburu, D.S.,  Diaz, I., &  Vos, A.D. (2013). 
Employee Alienation: Relationships with 
Careerism and Career Satisfaction. Journal 
of Managerial Psychology, 28 (1), pp. 4-20.

11. Cohen, J. (1988). Statistical power analysis 
for the behavioural sciences. Lawrence 
Erlbaum, Hillsdale, NJ.

12. Crant, J.M. (2000). Proactive Behavior in 
Organizations. Journal of Management, 26 
(3), pp. 435-462.

13. Creswell, J.W. (1998). Qualitative Inquiry 
and Research Design: Choosing Among Five 
Traditions. London: SAGE publications.

14. Creswell, J.W. (2012). Educational 
Research: Planning, Conduct, and 
Evaluating Quantitative and Qualitative 
Research (4th ed.). Boston: Pearson.

15. De Jong, J.P.J, Parker, S.K., Wennekers, S., & 
Wu, C.H. (2015). Entrepreneurial behavior 
in organizations: does job design matter? 
Entrepreneurship Theory and Practice, 39 
(4), 981-995. 

16. Fay, D. & Freese, M. (2001). The Concept 
of Personal Initiative: An Overview of 
Validity Studies. Human Performance, 14 
(1), PP. 97-124.

17. Foster, P., Stine, B., & Waterman, R. (1998). 
Business analysis using regression: A 
casebook. US: Springer-Verlag.

18. Gevorkian, M. (2011). Relationships 
Between Proactive Personality, 
Networking, Career Satisfaction, and 

Performance Perceptions. Doctor of 
Philosophy, Faculty of the Marshall 
Goldsmith School of Management 
Organizational Psychology division, San 
Diego Alliant International University.

19. Hair, J.F., Black, W.C, Babin, B. J. & 
Anderson, R. E. (2010). Multivariate data 
analysis. Seventh Edition. New Jersey: 
Pearson Prentice Hall. 

20. Hall, D.T., & Associates. (1986). Career 
Development in Organizations.1st Edition. 
San Francisco: Jossey-Bass Publishers.

21. Husaini Usman. (2008). Manajemen. Teori 
Praktik & Riset Pendidikan, Jakarta: Bumi 
Aksara.

22. Insala. (2016). Why Career Development 
for Your Employees? Retrieved on Oct 
6, 2016 from http://www.insala.com/
career-development-benefits.asp).

23. Ismail, A., Daud, N.G., & Madrah H. (2011). 
Relationship between Career Program 
Characteristics and Job Satisfaction in 
a City Based Local Authority. Scientific 
Annals of the “Alexandru Ioan Cuza” 
University of Iasi, Economic Sciences 
section The Romanian  Economic Journal, 
LVIII, pp. 269-280.

24. Ismail, A., Madrah, H., Aminudin, N., & 
Ismail, Y. (2013). Mediating Role of Career 
Development in the Relationship between 
Career Program and Personal Outcomes. 
Makara Seri Sosial Humaniora, 17 (1), pp. 
43-54.

25. Ismail, A., Mohamad, H.M., Mohamed, 
H.A.B., Mohamad Rafiuddin,N., & Pei 
Zhen, K.W. (2010). Transformational 
and Transactional Leadership Styles 
as a Predictor of Individual Outcomes. 
Theoretical and Applied Economics 
Volume XVII (2010), No. 6(547), 89-104. 

26. Khan, N. R., Ghouri, A. M., & Awang, 
M. (2013). Leadership styles and 
organizational citizenship behavior in 
small and medium scale firms. Journal of 
Arts, Science & Commerce, IV(2), pp.144-
154.

27. Kong, H. (2013). Relationships Among 
Work-Family Supportive Supervisors, 
Career Competencies, and Job 



17Economic Review – Journal of Economics and Business, Vol. XV, Issue 1, May 2017

Career administration as a determinant of proactive behavior

Involvement. International Journal of 
Hospitality Management, 33, pp. 304-309.

28. Leedy, P. D., & Ormrod, J. E. (2005). 
Practical Research: Planning and Design. 
Upper Saddle River, NJ: Prentice Hall.

29. Lips-Wiersma, M., & Hall, D. T. (2007). 
Organizational Career Development is Not 
Dead: A Case Study on Managing the New 
Career during Organizational Change. 
Journal of Organizational Behavior, 28, pp. 
771-792.

30. Mack, K. G. (2012). Conscientiousness as 
a Moderator of the Relationship between 
Work Autonomy and Job Satisfaction. PhD 
Thesis, Portland State University.

31. Martin, A.F., Romero, F.P., Valle, C.R., & 
Dolan, S.L. (2001). Corporate Business 
Strategy, Career Management and 
Recruitment: Do Spanish Firms Adhere to 
Contingency Model? Career Development 
International, 6 (3), pp. 149-155.

32. Mohd Rasdi, R., Garavan, T. N., & Ismail, 
M. (2011). Understanding Proactive 
Behaviours and Career Success: Evidence 
from an Emerging Economy. Organizations 
and markets in emerging economies 2, 2 
(4), pp. 53-71.

33. Morgeson, F. P., Delaney-Klinger, K., & 
Hemingway, M. A. (2005). The Importance 
of Job Autonomy, Cognitive Ability, and 
Job-related Skill for Predicting Role 
Breadth and Job Performance. Journal of 
Applied Psychology, 90, pp. 399-406.

34. Minnaar, H.A. 2014. Transformational 
leadership, job autonomy and role-
breadth self-efficacy: Their influence on 
proactive behavior in entry-level graduate 
roles.  A dissertation submitted in partial 
fulfilment of the requirements for the 
award of the Degree of Masters in Social 
Science in Organisational Psychology, 
Faculty of Humanities, University of Cape 
Town, South Africa. 

35. Ndubuisi, N. O., Capel, C. M., & Ndubuisi, 
G. C. (2015). Innovation strategy and 
performance of international technology 
services ventures. Journal of Service 
Management. 26(4), 548-564.

36. Neary, S., Dodd, V. and Hooley, T. (2015). 
Understanding Career Management Skills: 
Findings From the First Phase of the CMS 
Leader Project. Derby:  International 
Centre for Guidance Studies, University of 
Derby.

37. Ngima, W. M., & Kyongo, J. (2013). 
Contribution of Motivational Management 
to Employee Performance. International 
Journal of Humanities and Social Science, 
3 (14), pp. 219-239.

38. Nunally, J. C., & Bernstein, I. H. (1994). 
Psychometric Theory. New York: McGraw-
Hill.

39. Parker, S. K., Axtell, C. M., & Turner, N. 
(2001). Designing a Safer Workplace: 
Importance of Job Autonomy, 
Communication Quality, and Supportive 
Supervisors. Journal of Occupational 
Health Psychology, 6, pp. 211-228.

40. Puah, A., & Ananthram, S. (2006). 
Exploring the Antecedents and Outcomes 
of Career Development Initiatives: 
Empirical Evidence from Singaporean 
Employees. Research and Practice in 
Human Resource Management, 14(1), pp. 
112-142.

41. Rank, J., (2006). Leadership Predictors 
of Proactive Organizational Behavior: 
Facilitating Personal Initiative, Voice 
Behavior, and Exceptional Service 
Performance. PhD Thesis, Department of 
Psychology, College of Arts and Sciences, 
University of South Florida.

42. Rasid Muhamad. (2007). Transformational 
Leadership: Concert and Application 
in Enhancing Teaching and Learning. 
Universiti Teknologi MARA Pahang.

43. Saragih, S. (2011). The Effects of Job 
Autonomy on Work Outcomes: Self 
Efficacy as an Intervening Variable. 
International Research Journal of Business 
Studies, 4 (3), pp. 203-215.

44. Searle, T. P. (2011).  A Multilevel 
Examination of Proactive Work Behaviors: 
Contextual and Individual Differences 
as Antecedents. PhD Thesis, Faculty of 
The Graduate College at the University of 
Nebraska.



18 Economic Review – Journal of Economics and Business, Vol. XV, Issue 1, May 2017

Ismail, A.,  Wan Mohd N., Azmawaty M. N.

45. Seibert, S. E., Kraimer, M. L., & Crant, J. 
M. (2001). What do proactive people do? 
A longitudinal model linking proactive 
personality and career success. Personnel 
psychology. 54(4), pp. 845-874.

46. Sekaran, U. (2000). Research Methods for 
Business: A Skill Building Approach. New 
York: John Wiley & Sons, Inc.

47. Stone-Johnson, C. (2017). Autonomy, 
professionalism, and the role of 
generation in professional capital. Journal 
of Professional Capital and Community. 
2(1), 18-35.

48. Sutton, K. L. (2006). Parenthood and 
Organizational Networks: A Relational 
View of the Career Mobility of Working 
Parents. PhD Thesis, Graduate School of 
The Ohio State University. 

49. Vroom, V. H. (1964). Work and motivation. 
New York: Wiley.

50. Wan Aishah, W.M.N., Azman, I., & Raja 
Rizal Iskandar, R. H. (2015). Employees’ 
Proactive as Mediator in Career 
Development Program Model. Proceedings 

of the 2nd CHREST International 
Conference (2015): Transforming Human 
Capital for Global Competitiveness. 10 
- 11 June 2015, Palm Garden Hotel, IOI 
Resort, PUTRAJAYA, Malaysia. Universiti 
Kebangsaan Malaysia.

51. Wong, C. Hui, C., & Law, K.S. (1995). 
Causal Relationships between Attitudinal 
Antecedents to Turnover. Academy of 
Management Journal, pp. 342-346.

52. Wright, L.L. (1996). Qualitative 
international management research. 
In: Punnett, B.J., and Shenkar, O (Eds.), 
Handbook for International Management 
Research (pp. 63-81). Oxford, UK: 
Blackwell Publishers Inc.

53. Yang, F., & Chau, R. (2016). Proactive 
personality and career success. Journal of 
Managerial Psychology. 31(2), 467-482. 

54. Zhou, X., Li, X., & Gao, Y. (2016). 
Career guidance and counselling in 
Shanghai, China: 1977-2015. The Career 
Development Quarterly. 64, 203-215.


