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ABSTRACT
This study eamined thanediating efiect of proactive behaviour in tlelationship between
quality of work life (QWL) and career successSelfadministeredquestionnairesvere
employed for data collection among 304 married academicians from two sedhedikcl
Institutions of Higher Learnmgpin Sarawak Data were analysed by using Analysis of
Moment Stuctures (AMOS) ér Structural Equation Bdeling (SEM). Results indicated
that there were positive significant effects betw€aNL, proactive behaviour, and career
success. A partial mediati@ffect of proactive behaviour was establisbadhe relationship
betweenQWL and career succesg:indings can be used by management of academic
institutions and human resources practitioners to design and implement appropriate
initiatives topromotecareer development of academiciafi$ie study offers a new insight
into how proactive behavioylays a positive role in mediatirthe relationshipbetween
QWL and career success among a&caidians in thé/lalaysian context.Thereforejt can be
concluded thaQW.L can positively influence caer success amomagademicianddowever,
if theyalso have proactive behaviours, they will be urged to achieve higher levels of career

SUcCess

Keyword: Quality of Work Life, Career 8ccessProactive Bhaviour



Kesan Pengatara Perilaku Proaktif dalamHubungan antara Kualiti Kehidupan
Bekerjadan KejayaanKerjayadalam Kalangan Ahli Akademik Berkahwin di Institusi
Pengajian Tinggi AwamTerpilih di Sarawak

ABSTRAK

Kajian ini bertujuan untuk mengkaji kesan pengantara perilpiaaktif dalam hubungan

antara kualiti kehidupan bekerja dan kejayaan kerjeé§aal selidikyang dikendali sendiri

telah digunakan untuk mengumpul data dalam kalangan 304 orang ahli akademik yang
berkahwin dari duduahlinstitusi Pengajian Tinggi Awanerpilih di Sarawak. Data telah

dianalisis dengan menggunakédnSt r uct ur al E qu atdemgan bvitwmahe | | i n
program aplikasin Anal ysi s of Mo me nHasil&nalsisio menungkkan( AMOS
bahawa terdapat kesan yang positif dan signifikan antawaliti kehidupan bekerja,

perilaku proaktif, dan kejayaan kerjaya. Perilaku proaktif memberi kesan perantara separa
dalam hubungan antara kualiti kehidupan bekerja dan kejayaan kerjaya. Dapatan kajian ini
boleh digunakan oleh pihak pengurusan institusicemik dan pengamal sumber manusia

untuk mereka bentuk dan melaksanakan inisiatif yang sesuai bagi mempromosikan
penbangunan kerjaya ahli akademiKajian ini memberikan pandangan baru tentang
bagaimana perilaku proaktif memainkan peranan yang positifdateengantara hubungan

antara kualiti kehidupan bekerja dan kejayaan kerjaya dalam kalangan ahli akademik dalam
konteks Malaysia. Justeru itu, dapat disimpulkan bahawa kualiti kehidupan bekerja dapat
mempengaruhi kejayaan kerjaya secara positif dalam kalarahli akademik. Sekiranya

mereka juga mempunyai perilaku yang proaktif, mereka akan menjadi lebih bersemangat

untuk mencapai tahap kejayaan kerjaya yang lebih tinggi.

Kata kunci: Kualiti Kehidupan Bkerja Kejayaan kerjaya, Perilaku Proaktif
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CHAPTER 1

INTRODUCTION

1.0 Intro duction

Thisc hapter presents the s colheMeditingtEfieet ofMa st e
Proactive Behaviour in the Relationship between Quality of Work Life and Career Success
among Married Academicians in Selected Public Institutions of Highernimgarin

Sarawak . The research study reportedThafest ei n,
sectionprovides the issues related to the background of the study. SectidiscLi@seshe

problem statement. The third section introduces the rdsedjectives and the fourth

section identifies the research hypotheses. Section 1.5 disabssethescope of the study

Section 1.6 and &ttion 1.7, resprively explains the definitiorof terms used and the

contributions of the study. Finally, tls@nmaryis presented in theeStion1.8.

1.1 Research Background

Universities are organisations which generate scientific knowledge in contributions to the
development of society. University performance is important to be the evaluation on the
level of economd development in a country. It is also the ability for the citizens to compete
in the global economy which can affect the productivity of the country. Thus, it is necessary
to maintain and improve the levels of the quality of work life (QWr)academicias so

that they serving as the bedrocks of every academic institution are able to exhibit high
performance. As a result, this may increase the sustainable economic develSperaaing

about more than orhird of their lives at theiworkplaces, peopleawadays ardraving



more concerns on the concept of QWL (Horst, Broday, Bondarick, Serpe, & Pilatti, 2014).

A review of the past studies on QWIshows thatQWL do influencee mp|l oy ees 0
organisational behaviours includerganisational commitmengob satisfaabn, career
advancementand work performance (Acheampong, Muhammed, & Agyapong, 2016;
Asfar, 2014; Fatehi, Amini, Karimi, & Azizi, 2015;Huang, Lawler, & Lei, 2007;
Kermansaravi, Navidn, Rigi, & Yaghoubinia, 2015; ee, Singhapakdi, & Sirgy2007;

Muindi, 2016; Ojedokun, Idemudia, & Desouza, 2Q1Barsa, Idris, Abu Samah, Abdul
Wahat& Parsa, 2014Sirgy, Efraty, Siegel, & Le€001,Sirgy, Reilly, Wu, & Efraty2008
Tabassun2012).QWL plays a prominent part in motivating individuals and improving job
satisfaction among people (Royuela, Jordi, & Jordi, 2009). When employees receive good
QWL, they experience greater seteem, greater growth and development, imguigeb
satisfaction,nvolvement and performanceesides showing stronger commitmenttte

goals of organisation. As a result, this decreases the rate of absenteeism and turnover as well
as boost the overall effectiveness of the organisatiimsiefore,it can be saidhat QWL

provided bythe management of academic institutitdmsacademi@ans plag a significant

role for academicians to perform theoles well at universities.

Human capitals are the most crucial assets in organisations as people are perfectly capable

of contributing to the success of the organisations (Varghese & J2aB). Achieving

career success among employees is a primary concern for both individuals and organisations.
This is because individual sé personal succ
developing human resources and achieving organisationeg¢saIi¢Ng, Eby, Sorensen, &
Feldman, 2005; Richard, 2005). In literature, career success has been found teeheadfl

by individual differencefactors, including demographic background, cognitive ability,



dispositional traits, human capital, social calpimotivation, career commitment, proactive
behaviour, and networkingehaviours (Gattike& Larwood, 1988; Grimland, Vigoda

Gadot, & Baruch, 2012; Judge & Kammeyédueller, 2007 Judge, Klinger, & Simon, 2010;

Ng & Feldman, 2010Poon, 2004, Seibert, Grg & Kraimer, 1999 Traavik& Richardsen,

2010; Wolff & Moser, 2009). Situational detsrinants also play an important role in
contributing to career success, such as supersidzordinate relationship, career
mentoring, and employer support for developm@laurer & Chapman, 2013; Wayne,

Liden, Kraimer, & Graf, 1999; Whitely, Dougherty, & Dreher, 19%)rthermorefFeldman

andNg (2007)found out that nonwvork context can also influence career success, such as
family support and societal constrainisitunen et al., 2001; Lirio et al., 200%Within the
Malaysian context, there is some limited evidence that both individual and situational factors
contributed to career success. For example, employees attribute their career success to
factors such as edugan, career centrality, health consciousness, religiosity, and
institutional supportliémail, MohdRasdi, &Abdul Wahat, 200% Basedon Rasdi, Ismail,

and Ga istady 0ld)sdemographic and human capital factors have been found to
predict objective career success whereas subjective career success is predicted by
demographic, individual, and structural factorierefore,given the gowing empirical

support for explaining the determinants of career sucdessan important to have more
complete undrstandngoh ow QWL and proactive behaviour

career success in this study.

Social cognitive career theory (SCCT) provides a theoretical framework for understanding
career development of academicians. SCCT acts as a foundatidarding linkages

between QWL and career success through the mediating effect of proactive behaviour.



SCCTisanexpansianf Ban d ur a 0 cognitive th&by,)whish@mphasises on the
reciprocity and i nteract i acess and their ewimmment.ndi v i
This means that people, their behaviours, and their environment act as interlocking
mechanisms that interact and influence each othdiréctionally. There is great empirical
support for using SCCT in explaining the relatimfsseltefficacy beliefs and outcome
expectations to vocational interests and personal goal formation for-calsed pursuits
(Gainor & Lent, 198; Lent, Brown, Nota, & SoresR003 Nauta & Epperson2003
Townsend, Busenitz, & Arthurs, 201As sut, SCCT focuses on how the core social
cognitiveperson variables (seéifficacy beliefs, outcome expectations, and personal goals)
interact with other person, behaviour, and contextual variables (predispositions, gender,
ethnicity, social supports, andrbars) to shape the course of career development. Therefore,

in this study,it can be understood in terms of SC@Erson inputs (proactive behaviour)

and contextual influences (QWL) contribute to subsequent performance attainments (career

success).

Thereare numerous challenges and demands on academic institutions due to increased
knowledge and specialisation, interdisciplinary collaboration, advancement in technology,
sophistication of university education hawgportantroles to play. All these trenddfect

the teaching profession and skill requirement as well as organizational commitment and
work performance. In view of this, academicians should exercise their personal agency with
greater independence so that they can act proactively to achieve suceessr. Therefore,

it is important to determine the mediating role of proactive behaviour on the path of QWL
and career success among academicians, particularly given the trend that academicians

should be involved in career setfanagement process. Mas studies merely examined the



direct relationship beteen independent variables (QWL apibactive behaviours) and
career success (Acheampong et al., 2016; Fatehi et al., 2015; Fuller & Marler, 2009;
Kermansaravi et al., 2015; Kim, Hon, & Crant, 2009; Harris, Boswell, & Xie, 2011,
Muindi, 2016; Ng et al., 2005; Parsa et al., 2014; Seibert & Kraimer, 2001; Spurk, Volmer,
Hagmaier, & Kauffeld, 2013Tabassum, 2012Tan, Yahya, Othman, & Pangil, 2013;
Thomas, Whitman, &iswesvaran2010). Furthermoregast study revealed that personality
had a moderating effect on the relationship between QWL and job satisfgutaxy
measuref career succes@yluindi, 2016). It can be seen that previous empirical researches
have paid negligible attention on the nsthg hypothesis. Hence, this study intends to
examine the mediating effect of proactive behaviour in the relationship between QWL and

career success among married academicians.

1.2 Problem Statement

Within the career development literature, SCCT has wigdicability as it has been studied

within various domains and contexts such as computer science, general occupational choice,
career goals and aspirations, vocational interestd, ather career outcomes (Bno,

Garavalia, Fritts, & Olson, 2006; Gore &Weerke,2000; Luzzg Hasper, Albert, Bibby, &

Martinelli, 1999; Rottinghaus, Gaffey, Borgri& Ralston 2006). This is because of its
integration of multiple constructs under one theoretiesdlynd and unifying framework

(Lent & Savickas,1994) Most studes havehi ghl i ghted the I mport
propositions such aself-efficacy and outcome expectations on corresponding vocational
interests ad other career outcome&dinor & Lent, 1998 Lent, et al., 2003Nauta &

Epperson2003; Townsend et al2010). However, less is known about person inputs and



contextual influences that contribuie career developmeiutcomesSCCT specifically
focuses on cognitive and contextual factors to explain the web of connections between
peopk and their careers (Lerdrown, & Hackett 2002).Therefore, it is important to apply
SCCT in a comprehensive manner by exploring how contextual factors interface with person
inputs (such as predispositions) to shape the career development trajectories of married

academicians.

A review of the literature 0QWL demonstrates that there is a link betw€®WVL and
organiational commitmen{Asfar, 2014 Ojedokun et al.2015 Sirgy et al, 200). A good
management oQWL makes employeebecomemore committed teshow considerable
effort in perfornming their duties and responsibiliti€dsfar, 2014) In addition, it has been
found out that there is a link betwe®WL andjob satisfactionproxy measure of career
success)Fatehi et al.2015;Kermansaravi et gl2015;Muindi, 2016; Tabasam, 2012).
GoodQWLcan i mprove employeesd morale so that
satisfaction in the workplace as they have great placevork without stressAs a result,
employees exhibit proactive effort at work in order to cope with wigriamics, including
global competition, faster innovation, and new changes in the nature ofNewdrtheless
very little is known about ho QWL influences proactive behaviour. Thus, in the present
study, it is necessaty explore the linkage betwe€@WL andproactive behaviour in order

to reach aleepemunderstandingn how QWL is related to proactivieehaviour

Furthermore, m extensive literature review on career suceesginly focusing on viewing
career success in objective terms only. Most efgthst studies are emphasisimgsuccess

in terms of extrinsic andiisible measurements for determining how much financial



attainments or power people have, such as salaries, ranks, occupational statuses or numbers
of promotions Kall, 2002; Ng et al., 206; Shockley, Ureksoy, Rodopman, Poteat, &
Dullaghan, 2016)For those people who are extrinsically successful, itslpadple think

that they have achieved success in todayos
and proud with their careattainments sometime in spite of the fact that they received high
salary, hierarchical levels, and regular promotions (Hall, 2002; Heslin, 2005). They feel
regret and personal failure, especially when they have sacrificed family relationships and
other affliations in order to pursue the jelstive form of career succeghus, it is important

to emphasise on subjective measures of ca
perception and evaluation of their accomplishments fronows aspects of their caes in

order to ensure thetrareer goals and strategiase consistentvith personal values and

beliefs.

A deficient measure of the subjective career success construct such as using jobhaatisfact

or career satisfaction only. Theajuority of theliterature on career success shows that only

job satisfaction(Boudreau, Boswell, & Judge, 2001; Murrell, Frieze, & Olson, 1386)

career satisfactio(Greenhaus, Parasuraman, & Worml&990; Seibert & Kraimer, 2001)

has been used as subjective measure oécatecessGreenhaus et a{1990) developed

career satisfaction scale which is often used to evaluate career satisfaction. Such measures
have acceptable levels of internal consistency, bhast been criticised for their lack of
broadness as isinsuf i ci ent to validly evaluate respc
Besides, as mentioned by Heslin (20@5¢, career satisfaction scale includes items (such as

satisfaction with income and advancement goals) which may not be the most important



criteria wsed by individualsto assess their career succeBBis is because when high
satisfactiorstrikes demands on a high price in terms of family relationships, haadtlother
important personal values from them,does not essentially result in subjectivareer
successThus, it is important to emphasise on using more inclusive measurements of
subjective career succeshich cover all possible dimension people may use to define career
success including performance, advancement, sadvelopment, creatiwyt security,
satisfaction, recognition, cooperation, and contribution, as developed by Dries, Pepermans,

and Carlier (2008).

Prior studies on career success have been done in Western countries, such as those in the
United StatesEby, Butts, & Lockwood, 203; Seibert & Kraimer, 20Qland the Belgium

(Dries et al. 2008) Besides, the exploration of tB&CTin Malaysian context has not been
widely investigated among married academicians. Although the academic context is a big
and growing sector, there anelpfew research works on the career successagfemicians

being done (Ismail et al2005; Kaderli, Méf, Stefenelli, & Businger, 2011; Riordan &
Louw-Potgieter, 2011). It appears that the majority of studies in this aresefooose on

other categort of workers, including public sector managers (Mohd Rasdi, Garavan, &
Ismail, 2012), entrepreneurs (Ahmed et al., 2010), engineers (Guerrero, Jeanblanc, &
Veilleux, 2016), accountants (Kirchmeyer, Reinstein, & Hasselback, 2000), and military
officers (Rodiquez, 2009)In the light of this, the present study aims to esater attention

onmarriekca cademi ci ans6 career success in Malays

Past studies typically place particular emphasis on the dnedationship between

independent variableQWL and proactive behaviours) and career success (Acheampong et



al., 2016; Fatehi et al., 2015; Fuller & Marler, 20B@rmansaravi et al., 2015; Kim et al.,
2009; Li et al, 2011; Muindi, 2016; Ng et al., 2005; Parsa et al., 2@bhert & Kraimer,
2001;Spurk et al., 2013Fabassum, 201Z;an et al. 2013;Thomas et al., 2010As a result,
thedynamic role of employee proactive behaviour as an important mediating variable that
may enhance the effect of organisational support on career success isitargetd in
careerdevelopment programs (CranQ@D; Wan Aishah, Azmar& Raja Rizallskandar
2015).1t can be seen théttle attention has been given to the role proactive behavioueglay
within the relationship betweeQWL and career succesd.herdore, it is necessary to
understand and integrate proactive behaviour into such relationship in order to provide new
insights of the role that proactive behaviour plays in the workplaceum to fill these
abovementioned gaps, this study intends torekee how proactive behaviour intervene

the linkage betwee@WL and career success based onRbelic Institutions of Higher
Learningin Malaysian context so thahcademiciansan bcus on their career management

in order to promt excellent career devgdment

1.3 ResearchObjectives

This research aims to determine theediating effect of proactive behaviour in the
relationship betwee QWL and career successnong married academicians in selected
Public Institutions of Higher Learning in Sarawdk orderto address the above stated

research problem, this research intends to achieve the following four objectives

I. To examine the relationship betwe@iVL and career success.
il. To examine the relationship betwe@kVL andproactive behaviour.

iii. To examine the relainship between proactive behaviour and career success.



iv.  To examine the mediating effect of proactive bebawvin the relationship between

QWL and career success.

1.4 Research Hypothesg

The following are the hypotheses that are formulated for this research:

Hal. QWL has a positive and significant effect career success.
Ha2. QWL has a positive and significant effect proactive behaviour.
Ha3. Proactive behaviouras a positive and significant effect career success.

HA4. Proactive behaviour mediatdeetrelationship betweeg@WL and career success.

1.5 Scope ofthe Study

With the changing nature of carearsd the shift of career management fromiversitiesto
individual responsibility, itan be viewed thatcademicianare largely in greater cawnl of
their career progressiomhus, his studyaims to focuson gauging the perception of
academicians on QWL, proactive behaviour, and career success to examioestefzs
among these variablesd the mediating effect of proactive behavjomhich can helgo
strengthen the quality of academicians as well as contribute towards the advanééngent o
universities Besidesexploring SCCT in this study will result in a clear understanding of
how contextual influences (QWL) and person inputs (proactive balmwontribute to
subsequent career outcomes (career sucdesghermore,tie research concentrates on the
academicians of selected Pubhstitutions of Higher Learningp Sarawak SinceSarawak

is the largest state in Malaysidth a rapidly growingeconomy it is important tchighlight

on the demand of ensuring high quality of academicianSarawak in order tanove
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Malaysia forwards tbecomeafully developed nation and equipped as a knowledge society.
Moreover only married academicians have bedwsen to reveal a clear and concrete
picture of the current public university set iyparried academicians have low tendency to
leave the jobs as compared to unmarried academi@@msong, Keh, Tan, & Tar2013
Irfanullah, Allah, Farhatullah, Hamid, &aseem2013;lverson & Bulttigiey, 1999. It can

be seen that married academicians tend to stay l@tger organisations which may cause
some of them reach plateau in their careers as they maintain the same position for a long
time (smail, 2008; Nachbgauer & Riedl 2002. Thereforethe study sample consists of
married academicians order to understand more on their career development, career values,

and aspirations.

1.6 Definition of Terms

1.6.1 Quality of Work Life (QWL)

1.6.1.1 Conceptual Definition

i. QWL is the integration of needand weltbeing of an employee to improve
productivity andcommitgreater work involvemertiesides achievingigher levels
of job saisfactionand other areas of life satisfacti(®irgy et al., 2001L

i. QWL is a process of thinkinghdividuals, work, and organisations to improve
working conditions to promote a sense of fulflment among employees as well as
achieving a high productivity, a sustainable growth, and an overall effectiveness of

organisations (Khetavath, 2015).
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iii. QWL is defned as a set of objective organisational conditions and practices include

job enrichment, democratic supervision, employee involvement, and safe working

conditions (Bora, 2015).

Therdore, it can be summarised tHAQWL is a combination of strategies, pedtres and
ambiance related to a workplace tlaans to promote employees satisfactem well as

achieve organisational objectives.

1.6.1.20perational Definition

In this study,QWL is operationalisedisa ¢ a d e mipercemions i which the work
environment mets the fulrange of their needs for their wdleing at work, includingocial
needghavingpositive social interactions at wodnd leisure time off work)esteem needs
(being recognised and appreciated for doing good wafualisation need@ealisng
potential as an expertknowledge need$earning new thingsaesthetics needgerceiving
opportunities to be creativehealth and safety neeiseing protected from ill health and
injury at work) and economic and family neggsoviding adequaterages and enough time

to attend to family needs)

1.6.2 Proactive Behaviour

1.6.2.1 Conceptual Definition

. Proactive behaviour is described as
in bringing about theequiredchanges oithe developing currenticcumstances
(Crant, 2000Den Hartog & Belschak, 201Frese, Fay, Hilburger, Leng, & Tag,

1997 Grant & Ashford, 2008; Parker, Williams, & Turn@q06.

12

an



i. Proactive behaviour is individual s abil
their actons as it drives them to be more inclined toward initiatives, innovations,
creativity, as well as taking up opportunities to further their careers (AbuNbatid,

Rasdi, Abu Samah, Silong, & Sulaim&15).

Therefore, it can be seen tipabactive behaviar is explained as having an active orientation

toward change for fulfilling oneds responsi

1.6.2.2 Operational Definition

In this research, the proactive behavioudéfined operationallla s acadeetkii ci ans
directed work bleaviourssuch as personal initiatiikat aims to bring about change and

improve current circumstances in order to achieve personal objectives and career goals.

1.6.3 Career Success

1.6.3.1 Conceptual Definition

i.  Career success is a meansstiisfyan individud 6 s needs and desi
achievements, accomplishments and power acquisition (Lau & Shaffer, 1999).

ii.  Career success is defined asabeumulategositivepsychologicabndwork-related
outcomesor desired personal and professional achievemettitat result from
individual work experience(Arthur, Khapova, & Wilderom, 2009 g et al, 2005;
Rasdi et al., 2011; Seibert & Kraimer, 20®krbruggen, 2012

iii.  Career success is known as social construction that concerns with personal values,
individual choi@s, and expectations with structural and contextual fofzess( et

al., 2008; Dries, Van Loo, & Peperma2609).
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Therefore, it can be viewed that the definitions of career success have evolved from

individual hierarchical development to the psychololgateinments.

1.6.3.2 Operational Definition

In this study, areer success isnownasacademician®perceptios andevaluation oftheir
accomplishmentgrom different aspects of their careersuch as personal satisfaction
(success in terms édelingsatishction and happiness at home as well as at)whnancial
security(success in terms dtlfilling financial needs)job security(success in terms of
being able to meet employment needscognition(success in terms of beingspected and
appreciatedfor efforts and talens cooperatior{success in terms of working well together
with others atvork), contribution(success in terms of making tangible contribution to the
organisations as well as societyjerformance(successin terms of getting verifiable
outcomesandreachinggoals) advancemen{success iterms ofexperiencing opportunities
for career progressipnseltdevelopmengsuccess in terms of achieving personal growth
and development through learning experiences and challenges-ofasaifement) and

creativity (success in terms a@ccomplishingnnovative and extraordinary ids).

1.7 Contribution of the Research

Fromthe theoretical perspectiyvthis present study contributes towa8{SCTas it extends
literatures both empiricadnd theaetical on the career success of married academicians.
Using SCCT, it helps to explore and provide a better understanding on how contextual
influences (QWL) contribute to career outcomes (career success) through person inputs
(proactive behaviour)Besides the prior studies have only emphasisedutifising job

satisfaction as a proxy for subjective view of career suc8saglfeau et al., 200Murrell
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et al., 1996. Therefore, the current study empisd on using more specific facets of
measuremesf subjective careemgcess to fully explain thgcope of career success at the
individual level. This can contributé¢o the development of the empirical and the theoretical

research in the field of career development.

For the practical perspective, the rirawork of this study offerthe valuable information
andthenew perspectives touman resourcpractitioners in higher education institutidis

fully understandhow elements of proactive behaviour influence career success among
academicians in particularhis may helfnuman resourgeractitiones implement new ways

to customis careers to individual needs and aspirations in order to beitexrge the careers

of talentedacademicians as well as foster academiélansc ar eer success. T
study, @ademicians can have a greater understanding of the strategies and behaviours they
should perfam to actively promot¢ hei r own career success. Thi
chaotic environment, academicians should equip themselves with pdshagious and

attitudes so they willable to seize opptumities provided by the orgaisons in order to

facilitate the experience of careserccess.

Furthermorethe present studg useful for the effective management of the academicians.

It suggeststhatadae mi c i aQW4A thayhrigggripositive behaviosin achieving career
successHence the administration aicademianstitutions shoulgrovidefavourablework
environmentequalopportunity forgrowth, the balance between work and neark life,
goodinterpersonal relationshigirongsocial and psychological suppavhich are highly
valuable for the academicians, whereby all these would assist academicians in implementing

their academics roles by cultivating proactive career behav@ouong them. As eesult,
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this may encourage academicians to behave proactively in managing their career

development, achieving desirable career outcomes, and workingeffextvely.

1.8 Summary

This chapter discusses the issues related to the research topic undegaheessuch as

the mediating effect of proactive behaviour the relationship betweeQWL and career
successamong married academicians, particularly in Malaysian context. The research
background, the problem statement of the research, the objectiviieagdotheses of the
researchthe scope of the stude definitions of terms used, and the research contributions
were explained in this chaptdihe following chapter describes a review of literature related

to this research.
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CHAPTER 2

LITERATURE REVIEW

2.0 Introduction

This chapter reviewsthe literature related to thdnypothesisedrelationship between
constructs This review is organesl into seversections.Section 2.1 discusses about the
concept o QWL. The following two sections are then devoted to disdine concepts on
proactive behaviour and career succ8gstion 24 presentshetheory réated to this study.
Section 25 explains theconceptualframework for this study. Section&explains the
empirical evidences in the past research studies foosufhe hyptheses bthis research

study. Lastly, 8ction 2.7summariseshis chapter

2.1 Concept onQuality of Work Life (QWL)

The idea of QWL was first introducday Louis Davis at the International Labors Relation
Conference in New York in 1972, whicghmedto create theircumstance$or a humane
working life (Bora, 201%. Since then, QWL hasteadily growing importancas it focuses

on humansation of dimensions of work and improvement of working environment for
employeegRathi, 2009)A review of tre literature on QWL shows that there dreergent

views aboutonceptual definitiomf QWL. QWL refers to a philosophyr a set of principles

which keep that human capitals are the most crucial assets in organisations as they are
responsible and competantmakevaluablecontribution and they should be considered and
treated with honou(Straw & Heckscher1984). The basic elements of a good QWL are
consisting of safe work environment, equitable wages, equal employment opportunities and

opportunities foradvancement (Mirvis & Lawler, 1984Cummings and Worley2005
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explained QWL as a generic concept that involves a concern for employeeweilby
considering employee feelings about every dimension of vaik. Worg, Chan, and Law
(2001) describedQWL as favourable working environment that provides people with
rewards, job security, and career growth opportunities in order to promote satistictjgn.

et al. (2001) defineQWL as employesatisfaction witha variety oineedshroughavailable
resouresand activities provided by the organisatiarthe workplaceTherefore, fom the
literature, it can be summarised that the nature of QWL is viewed as latent, mulsidinan
and need based construct that covers the physical, social, psychologieavandmental

dimensions of an individual.

There are some criteria for measur@@@/L, namely adequate and fair compensationge
benefits and welfare measures, job secus@fe and healthy workingnvironmentwork

load, opportunity to use and dev@lohuman capacities, opportunityareer growth
autonomyjnvolvementin decision making, reward and penalty systeocjal integration in

the work organisation, constitutionalism in the work organisation, work and total life space
social relevance afork, andimageof organisation in the societfHamid, Zolfa,& Karimi,

2012 Havlovic,1991;Saklani, 2003; Waltari975) Gadon (1984%uggested five indicators

of QWL includethe areas of personal professional development, work redesign, team
building, wok schedulingand total organisational chanddorton (1977)also explained

QWL in terms of six major dimensions, which are compensation, hours and work schedules,
the nature of the job, physical aspects of the work environment, internal and external
institutional aspects of work setting, and economic, social and political factors affecting life

of the job.Moreover,Hsu and Kernohan (2006isted thatthere are six dimensions of
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measuring QWL, including socieconomic relevance, dem@phy, organisationalspects,
work aspects, human relation aspects, andasglfalisationAccording toBora (2015), the
concept of QWL can bmeasured usings dimensions, including education, housing, health,
employment and work conditions, income, clothing, food, tranapon, communication,

fuel and electricity, water supply and sanitation, environment and pollution, recreation,

social security, and habits.

As discussed by Sirgy et al. (200QVVL is conceptualised as need based eaggorised
into two major categoriesnaméy lower-order needs and higherder needsThe lower
order needs comprisef economic and family needs as well as health and safety needs
whereasthe higherorder needs comprise of actuatien needs, aesthetic needs, esteem
needs, kneledge needsand social need3hese two categories reflect the combination of
different satisfaction of needs fratime organiatiors. QWL can be equated with employees
perceptions that they feel they are safe, relatively well satisfied, and are abbdevtangt
devdop as human being$hisindicates thaQWL is related to the extent of which the full
range of human needsfidfilled. Thus, the present study usbeé seven need approach that
conceived by Sirgy et al. (20P1lt seems that apillover effect occurs hen QWL
determined upon satisfaction of these needs with several dimenaiich becomes a

i mportant factor and determinant i n an
satisfaction, other areas of life and general life satisfactios. believedthat there is a
positive spillover vimen employe® havehigh satisfaction with various needs generated in
one domaimaretransferred to another domain by whicheiddsto positive outcomeg-or

instance, good QWlmees various needs of academiciaard itacts as a trigger to get them
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started behaveroactively in achieving career goatsereby contributing tmtrinsic feelings

of success besides achievihg satisfaction of work

2.2 Concept on Proactive Behaviour

Proactive behaviour starts to play amportant role for determining organisational success,
especially when working conditions become more dynamic, uncertain, and decentralised
(Crant, 2000; Griffin, Neal& Parker, 2007; Kanten, 2014Employees are expected to
exhibit proactive behaviours iall work processes because it is seen as a tool to gain
competitive advantage and as a way differentiating from riga®xplained by Bateman

and Crant (1993), proactive behaviour refers to the behaviours of people towardsewvork ar
motivated and changecused.Crant (2000)also defined proactive behaviour as taking
initiative for improving present conditions by challenging the status quo rather than passively
adaptingcurrent circumstance®\ growing body of literature has found thptoactive
behaviourhasbeen operationalised at the individual level, team level, and organisational
level (Ashford & Tsui, 1991Belschak & Hartog, 201Xickul & Gundry, 2002; Simard &
Marchand, 1995)ndividual proactive behaviour is defined as personal objectieésaeer

goals of an individualBelschak & Hartog, 200)0Those people who exhibit such behaviour

are mainly thinking about the future and their interest. Career management, socialisation
behaviour, networking behaviour, innovative behavidaking initiative, and seeking
feedback can be used to examine scope of individual proactive behdJaeover, o-
workers oriented behaviour is characteriseda discretionary behaviotitat focuses on
colleaguegBelschak & Hartog, 2010¥senerally, ceworker orientel proactive behaviour

is consideredas an extraole behaviour oorganisational citizenship behaviour. Scope of
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co-worker oriented behaviour can be examined through helping behagsus and selling,
andsocial networking behaviouFurthermore, igansational oriented proactive behaviour

is explained as anticipatory actions that caraatby employees to affect and change their
work environmentgBelschak & Hartog,2010) Such behaviour is dependent on how
employees engaged their roles in organisatiS8eeking feedbackwhistle-blowing, voice
behaviour, and innovative behaviour can been seen in scope of organisational proactive
behaviour.Hence,the present studgut particularemphasis orndividuallevel proactive

work behaviour.Individuallevel poactive behaviour focuses on sklitiated, change
oriented, and futuréocusedaction that intend to facilitate change and improvement of the

situation or oneselBindl & Parker, 2010Crant, 2000; Unsworth & Parker, 2003).

Proactive behaviour idepadent on individual and organisational antecedé¢ktmnten,
2014) Individual antecedents have been characterised as proactive perspeational
initiative, big five personality, seléfficacy, learning orientation, and positive mg@utant,
2000; Parler et al., 2006)Meanwhile,organisational antecedents have beensidereds
organisational climate, perceived organisational support, empowelpieattonomy, job
characteristics antbadership (Bindl & Parker, 201@rant, 2000; Wu & Parker, 2011).
Frese et al. (1997) defined personal initiatagea behavioural pattern which involvas
active approach to workPersonal iitiative focuses on seBtarting by doing something
without being told or without an explicit role requirement. Personal iméas also a
proactive action which involvdsaving a longtieam focus andnticipating future demands
and preparing for them as well as prevegmproblemsPeople attempt to receive feedback,
develop plans to actively prevent future problems from hapgeRersonal initiative also

emphasises on persistent by overcoming barriers to bring about chiéinge.employees
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implement longterm goals, they always face new problems, barriers, and setlideks.

tend toexperience difficulties, especiallyhen newsuggestions for work improvement and
new procedures to do thingave not been trigdefore If they do not overcome difficulties

or they tend to give up quickly in the face of barriers, thus there is no initiative. This implies
that people will deal with lustacles actively and persistently by having personal initiative.
In this study, proactive behaviour wasamined in accordance to Fresteal. (19970 s
classificationbecausanitiative plays a critical role foecademiciando selfstarting and

engagehiemselves in managing their own career progression

2.3 Concept on Career Success

Most of the people set themselves main gaoeathich are achievingareer success in their

lives.Firae , t he t er m afi cpaerreseorndd sr eofcecrusp sima cbamges | i f e
may occur thraghout his or her working lifeéncluding geting promotion prospects, further

education as well as experiencijap changs, relocations, and unemploymef8uper,

1990) . 't i s also an asses inmmgtdtheddp ofadisgner son
her professionvithin a single organation. Success refers to an outcome #maindividual
hasachieved. It is also explained as a positive assessment of dynamic career development
and how welits progress isThe compositt er m of HAcareer successo |
work-related outcome ompsychological attainmentshat have been accumulated by
individuals in their jols and work experiences over tim&rthur et al, 2005 Rasdi et al.,
2011;Seibert & Kraimer, 2001 Careersuccess construalso refers to theutcomes of a

more or | ess unpredictable seqguence of expe

as desirable attainmeydr prosperous achievemernt is believed that career success goals
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may change wer time and vary across different people and cultures because the
conceptualization of career success can be done in variety of Wags et al. 2008).
Furthermore, career success can influence how individuals perceive their career
development and respd it within organizations. Since many people may have perceptions

on their past accomplishments and future potential career prospects, thus they make
judgments about success of their careers that have been achieved so far as well as in the

future in orde to evaluate career success (Pan & Zhou, 2015).

The nature otareer success is operationatisnto two components such as objective and
subjective career success. On the one etk is objective career success, definingoas

the society seeindividuals to be successful in their cage@fiennequin, 2007). Career

success fronthe objective perspectives publicly observable whicls closely associated

with an individual 6s s(benmequin, 200G)$ueh aagetting o f f i c
higher sahry and gaining hierarchical position or opportunities for advancetdente an

established definition of objective career success can be explained as relatively tangible and
verifiable career attainments durreemTpe t he ¢
indicators of career success employed in the term of objective career achievements are job
title, total compensation, salary growth, promotions, status such as educational attainment,
occupational category, and managerial level, and other tartggpping of accomplishment

(Hall, 2002; Ng et al., 2005; Shockley et al., 20T6)ese indicators can be used in terms of
societybs assessment of accompl i shment t ha
power, fame, and fortune an individual has. Farse employees who gaining objective

achievements such as receivhgtersalary and are being promoted very quickly, they are
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being considered as getting great success in their careerseimm, 2007; Ng et al., 2005).
However, objective career constts should not be highlighted exclusiveltyis prominent

to focus on subjective evaluations of career success in order to reflect the true feelings of
individualsbecause sometimes people may not emphassarbnical promotions and they

may be morea@ncerredwith family and work balance.

On the other handhere is subjective career success, describing as the inner apprehension
and assess me nrdfessmon thraughput anyg aspeiéatss vigal to him orto her

(Van Maanen, 1977). Iltisacort r uct t hat o c c uninds@oeelCGhay; n i nd
& Tan, 1994 Gattiker & Larwood, 1986 People make their own perceptions,
interpretations, and judgemsrdabout their success and accomplishments based on their
internal standards. They evaluali&erent facets of their careers and objective attainments

in order to identify the subjective sides of career sucddsss it can be summarised that

the subjective view of career success has been explained intérmsion di vi dual s o
values, satsfaction, and perceptions of accomplishment in their careesr ther life

courses. A growing body of literature on subjective career success showsnibgit of
researchers use the scales of other constructs to measure subjective career success, includin
job satisfaction, career satisfaction, marketability and career commitment (Eby et al., 2003,
De Vos, De Hauw, & Van der Heijde8011;Greenhaus et al199Q Seibert, Kraimer, &

Crant 2001).Nevertheless, ost of prior studies focus on using job datt$ion as a sole

proxy for subjective view of career success (Boudegzaal., 2001; Murrell et al1996). Job
satisfaction has been defined as satisfaction with respect to working circumstances (Abele,

Spurk, & Volmer, 2011). It is believed that jobistdction could be possibly contributed to
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subjective outcomes of career succeksvever most of the people may not think that their
careers are successful despite they are highly satisfied with their career attainments such as
gaining high salary, stasuand regular promotions, particularly they need to meet enormous
demands on their time and energy. As the same time, they may experience alienation at work
and home as well as psychological failure and depression. Hence, job satisfaction should not
be ugd as a sole proxy for subjective career sucdgseover, Dries et al. (2008)
highlighted that subjective career success canekplained in a twodimensional
configuration(affectachievement versus intraperscirdaerpersonal) which consisting of

10 regions such as performance, advancement;dsgklopment, creativityfinancial
security job security, personahtisfaction, recognition, cooperation, and contribut®nce
different people tend to hold various standards and values on the criteviastriuing their

career success in a subjective way, thereftire present studgdoptedhe subjective career
measureghat conceived byries et al. (200Bas they encompasses various dimensions

people use to evaluate career success.

With the progregen to a knowledgédased economy, career success of academicians plays

a fundamental role in moving Malaysia forwards to become a knowleaisp soiety with

high income economyThus, the currentstudy aims to place a great emphasis aameer

success adicademicianslraditionally,the indicators of career success employed in the term

of academiciansd objective career attainmei
job security whereasareersatisfaction has been ut#id to measure subjectiverear

success of academiciamshigher learning institutiongor example, Finkeistein (1984) used

hi erarchically ordered measurements in the

having job security, getting promotion ahéjher salary, and resiving recognition for
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contribution in the field of study. Markus (1987) has viewed indicators of achieving
academicians0d <career success as weducating
academis, experiencing career satisfaction, contributindi®¢ommunity, balancing work

and family lives as well as having personal values. Then, Amey (1993) argudtethat

number of promotions areery important in the traditional academic reward system as it can
satisfy a neeélulfilment atavery basic leveldr academicians and thus this indicator can be

used to evaluate objective career succesacafiemiciansAfter that, researchers have

identified that research produgty, reputation, recognitiorand promotion as indicators of
academicians® a&tarlieghesmuclceearning institutio
(1996) measures of athaidcludeigettingapnomdied,dnareasigr S U C
research publications, and achieving career satisfaction. More recently, the measurement of
acadeni ci ansd career success begins to shift
academic research. It is evident that Kader
quality of research is crucial as the indicator of acaderaicd s 6 p e.rBésalesma n c e
Riordan and LouwPotgieter (2011) found out that career satisfaction could be used as
subjective measuneent of career success whereas academic figation, research work

that havebeen published in indexed journals, the number of ggpegented at international

seminars, research grants gained, teaching evalsapoofessional services as well as
contributions to the administranoand community should be ut#id to evaluate
academiciansd objective carementssiceoksacada
career success, there has been a shift of emphasis from getting financial rewards and chances

of being promoted to producing high quality of reseavork.
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In Malaysian Public Institutions of Higher Learningp nt e x t , aobjectivecareec i ans 0
successs evaluated based on some criteria such as teaching and learning, invobiement
faculty administration, research gtanresearch publications, thesor post graduate
supervisios, and professional services (Ministry of HighEBducation, 2005). From
subjective perspective of career success, it is argued that subjective career success of
academiciangdoes not only look & satisfaction, but also focusingn determination,
persistence, hard work, having career focus and targdt lseasciousness, and a sense of
religiosity in order to measure their success in both personal and professional lives.
According to Ismail et al. (20058he career centrality is an important factor contributing to
success in academia. It can be chareseteé by some components, such as determination,
hardworking, persistence, and possessing career focus and target in which these components
can influence acsatdwadsi attainagteedr cakeer lg@als iasowel as
achieving their career staity. Academicians also put high priority on their health
consciousness by taking care of their health so that they can perform well. The importance
of the sense of religiosity to career success is to falfiieed of selactualigtion in their

current pb positiors to developtheir success in careerHence, it is important for
academicians to highlight on the subjective interpretation of career development in order to
excel inacademiaT herefore, the main focus thfe currenstudy isusingthedifferent facets
measurements of subjective career sucttessconceived by Dries et al. (20083cause
academicianbave different career aspirations, standards and values for evaluating success

in their career life.
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A number of researchers have foundtbatemployees who are marriade more committed
to the organisatiaas compared tthoe employees who are still singl€{oong et aJ.
2013 Irfanullah et al., 213; Iverson & Buttigieng, 1999Theytend to stay in organisations
as they consider the family a social support system which will not appear to be a barrier
for them to achieve succesanployeeswith greater kinshipr family responsibilities are
more reliant on the organizationftdfil their financial needsamily needsas well aseeds
of job stability and job security within therganisationgChoong et aJ.2013 Irfanullah et
al., 2013;lverson & Buttigieng, 1999 Besides, they amnore likely have higher levels of
affective ad continuance commitmérgcause not only have greater famggponsibilities
but at the same time they have higher psychological bond withrgaaistion (Abdulla &
Shaw, 1999)However,unmarried people tend to seek more freedom eanghasiseon
satisfying with their desire job. As a result, they will work iffedent organistions until
they feel stableand secured with their jolsincemarried academiciarnsave tendencyo
stay longer at therganisationssome of themmay eperience plateauing they are still
holding the same positiowithout any verticamobility for a long period of timglsmail,
2008; Nachbagauer & Riedl, 2002Hence in this study,it is important to give proper
attention to the career growth of married academidi@esausesome of thenstuck on the

same position and plateau occurs.
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2.4 Theory Related to the Study

Person Inputs
*Predisposition
*Gender
*Race-ethnicity
*Disability or
health status

moderates

Learning
experiences erests ) St

Background
contexfual

affordances Outcome expectations

Figure 2.1: Social cognitive career theory (SCCT).

Note. Adapted f r ontialfCogoitivaTheoryaf Career ahdyAcadegy
Interest, Choiceand Per f or mance, 0 by R. W. Ler
Journal of Vocational Behavior, 45(1), p.93.

The dominant theoretical perspectives in this study is social cognitive career theory (SCCT).
SCCT is first developed by Lent, Brown, and Hackett (198€CT stems directly from

sccial cognitive theory (Bandurd,986) highlighting the importance of cognitive, self
regulatory, and motivational processes that go beyond basic issues of learning and
conditioning. SCCT focuses on the specific cognitive mediators through which learning
experiences guide career behavidiualso highlights on the manner in which variables such

as interests, abilities, and values interrelate to affect career outcBesdes,it gives

emphasis on the ways by which people exercise personal agency in their career development.
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SCCT reflects thelynamic nature of perseanvi r onment transactions

capacity to change, develop, and seljulate will not be underestimated. SCCT also
conceptualises causal influences among persons, their environments, and behaviour. Based
on the natureof the persorenvironment (FE) interaction, personal attributes, external
environmental factors, and overt behaviour operate as interlocking mechanisms that
influences one another bidirectionally over time (Brown, 2002). For instance, when people
influenced by external environmental factors that, in turn, affect their thoughts, emotions,

attitudes, and subsequently behaviour.

SCCT represents a comprehensive theoretical framework for understanding vocational
interest development, career aspirations andcehbehaviours, and career performance
attainmentg(Brown, 2002) SCCT incorporates seéffficacy, outcome expectations, and
personal goals which are seen as basic determinants of career develdprirenSCCT

view, these three central variables alsorespnt as key mechanisms by which people are
able to exercise personal agen8elfe f f i cacy i s -beliefd about theiral s 6
capabilities to perform tasks to attain particular performance dor{@Rrosvn, 2002) It
interacts in a complex way withtleer person, behaviour, and environmental factors to
achieve designated types of performances. Outcome expectations refer to personal beliefs
about the response outcomes, for instances beliefs about getting extrinsic rewards for
successful task performancélling oneself with pride for learning and mastering a
challenging task, and absorption in the task it&ibwn, 2002) Outcome expectations are
acquired through learning experiences. Goals are the determination to involve in a particular

activity orto affect a particular future outconfBrown, 2002) Goals are considered as an
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important mechanism for sedimpowerment through which people tend to organise and
sustain their own behaviour in order to set their personal goals. SCCT focuses on the
interplay among goals, sefffficacy, and outcome expectations in guiding career
development. Sekéfficacy and outcome expectations influence thediedfcted goals and

the effort that made in achieving their goals. By attaining personal goals, which irféxatn af

the development of sedfficacy and outcome expectations.

Figure 2.1 demonstrates tteat overview of how selected person, contextual, and learning
experiential variables are hypothesised to influence both the social cognitive variables and
subsequet career development outcome&xCCT further posits that person inputs and
background contextual affordances contribute to cardevant larning experiences such

as personalperformance accomplishments, vicarious learning, social persuasion, and
physiological and affective stateswhich are considered experiential sources of
corresponding selkéfficacy bdiefs and outcome expectatiorfBrown, 2002) Personal
attainments are considered as the most potent source-effeety (Brown, 2002) This is
becaise when individuals experience the feeling of success with a given task which tends to
increase seléfficacy, however repeated failures lower thés.depicted in Figuré.l, the

effects of person inputs (predispositions) on career interest, choic@egndnance are
conceived as operating largely through the differential learning experiences that shape self
efficacy and outcome expectations. Person inputs (predispositions) factoralsare
intimately linked to the opportunity structure or environmeataidtext within which career

gods are framed and implemented. Moreover, as illustrated in Figurecontextual

influences affect peoplebds ability ors wil
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and their goals into actionSince many SCCEtudies do not focus on person inpand
contextual variabled ént et al., 2005; Rogers, Creed, & Glend®®08), thu$SCCT is more
concerned with the specific theoretical paths by which person and contextual factors
influence career outcomeas the curent study It alsoemphasises on personal agency or
seltdirection in individual career behaviotttence it can be viewed that people act as active
agents in shaping their career developm@nten that career success represent subsequent
performance adtinments, it can be understood in terms of SCCT, wherein career success
would be affected by contextual influences (for exanM/L) through person inputs such

as proactive behaviour.

2.5 Conceptual Framework

Proactive

A 4

Quality o Career S

Figure 2.2: Conceptuaframework.

A conceptuaframework as sbwn in Figure2.2 explains the mediation model in order to
manifest the extent to which proactive behaviour meslizie relationship betweeQWL
and career successhe first component of the conceptual frameworlQM/L, whichis
consideed as independentariable.QWL is measured througkeven dimensions, such as

actualisation needs, aesthetic needs, esteem needs, knowledge needs, health and safety
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needs, economic and family needs as well as social needs (Sirgy et al.,P20@t)jive
behaviouris consi@gred asa mediatoin the formation of career success and itneasured
throughpersonal initiativeas conceived bifrese et al(1997).Career succeds consideed
as dependent variable andig measured through 10 dimensions, includpeysonal
satishction, financial security, job security, recognition, cooperation, contribution,
performance, advancement, sedvelopment, and creativi{pries et al., 2008; Driest al,
2009. As implied by SCCTindividuals possess the capacity to influence thein actions
to produce certain results. SCCT focuses on cogndjweraisalprocessesn guiding
behaviour whereby it postulates thait there is contextual influenceuch asQWL)
provided in favourable terms, it influences individuptedisposition fuch asproactive
behaviour) they possess in taking actjanrsd thusalteiing subsequent caredevelopment

outcomesguch agareer success)

2.6 Past Research Findings

2.6.1 Quality of work life (QWL) and Career Success

QWL focuses on how people establish aayic balance between their careers and other
facetsof life, including family life, home life, financial life, social lifeducation and leisure
time (Kermansaravi et al., 2015). Itis in accordance withvarieusd s of i ndi vi du
beingin the wakplace, which may promote career succligsnerous studies have revealed
that organisations should emphasien highQWL which can help organisations achieve
high performance and increase profitabili§z(il et al., 2010 Deb, 2008. Thus, it is vital
to evaluateQWL of employeeso that the managemesieéarly knowsabout the wetbeing

and welfars of theemployees, including general health, job security, job satisfaction-home
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work interface, and workelated stres® good QWL produces productive humaasources

who are considered as qualified so that they show hard work and dedication to their jobs
which may result in greater employee productivity. A QWL also creates a climate in
which people treat and understand each othir mvutual respects drdignity. By contrast,

poor QWL leads to dissatisfaction and maladjusted behaviours among employees.
Consequently, this may lead &m increased absenteeism raadhigher labour turnover as

well asareduced productivity and efficiency.

There is a robusevidence to demonstrate that bet@WL is related with more job
satisfactionFatehi et al., 2019<ermansaavi et al.,2015 Muindi, 2016;Tabassum, 2032

For instance, Tabassumodéos study (2012) showe
all apects of QWL and job satisfaction of faculty members in Bangladésitording to
Tabassum (2012), the key elements of QWL include adequate and fair compensation, safe
and health working condition, opportunity for continued growth and security, oppottinity

use and develop human capacities, social integration in the work organisation,
constitutionalism in the work organisations, work and total life space, and social relevance
of the work in the life. By improving the dimensions of QWL, it enhanokssatsfaction

among emjoyees, whichn turn reduces the turnover rate of employees as well as increases
theproductivity of the organisatienRecent empirical researdbneby Kermansaravi et al.

(2015) has also found similar result tRAWVL has a significardnd positive relationship with

thejob satsfaction. QWL components such as social integration is the best predigtdrs of
satisfactionamong employeeKermansaravi et al2015). When employees are satisfied

about the work space, they tend to be naigd for doing their duties and responsibilities.
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As a result, they have a sense of belonging to the organisations through appropriate and
positive working climateThus, it is necessary to change and manipulate the components of

QWL in order to increaseop satisfaction as well as improve organisational growth.

It is important for organisations to create condueregking environmergfor employees in

order to improve all aspects of th&WL. Consequently, employees are able to demonstrate

their abilities and creativities in order to achietveir career succes$hey also involve in
teamwork which can boosttheror al e i n the positive environ
trust besides instilling a sense of belongingness to each other in the unitelpkithem in

building good networking with others, which lead to career advancemedisésssed by
Parsaetal.( 201 4) , there is a positiQWeandeateart i ons
advancementWhen the organisational environment meets the emptogee needs f or
well-being at work, they tend tearn new ideas, concepts, and facts as well m®dstrate

strong personalities such laigh seltefficacy in order tawope with conflicts and constraints

(Parsa et al., 2014). Theyso have strong inddualities and networking behaviours that

are related significantly to highecareer advancement. Consequenthgy meet their

personal career goals and expectatishih canfacilitate the experience of career success
besidedoosing the productivityand success of organisatioiitie above discussion, thus,

leads to the followindpypothesis:

Hypothesis 1QWL has a positive and significant effect on career success.
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2.6.2Quality of Work Life (QWL) and Proactive Behaviour

QWL efforts focus on the developmeat employee skills, proding equitable reward
systemsreduction of occupationalrsiss, participation in decisianaking scenarias well

as improvementof employee job security and satisfying careers (Ahuja, 2015). The
organisations should provide ingwed QWL to the workers, especially for those wae

from dual career families. Once people manage to meet their work and family obligations
effectively, this will boost the morale and motivation of employees in the positive
environments. Past researbbs demonstrated a link between QWL and organisational
commitment (Sirgy et al., 2001hlappy employees are considered as dedicated and loyal to

their jobs and they complete their tashksre productively (Sirgy et al., 2001).

It is becoming increasingly clean the 2% century that organiions nowadaysexpect
employees to exhibit proactive behaviours. Proactive individuals take the ingistiaet
on the opportunitiethey have in order to improve the status quo and chalémgcurrent
circumstancesather thanslowly adaptingto the present conditions (Crant, 200@rior
study done by Kanten (2014) indicated that QWleasurements bring an impact on
empl oyees by cul t i voaganisatignal bangvibubsywads theérwarlo s i t i v
which canimprowe their productivity andncrease theimtrinsic motivation. They become
much motivated to show proactive behavgiar order to errt their bes efforts and work
efficiently. As a result, thisncreaseshe effectiveness of the organisasono date there is
little previous evidencéo supportthe proposed relationship betwe®hVL and proactive
behaviour. Thus, the linkage betwe@WL and proactive behaviois needed to be fther

explored and investigated.his study argued tha®WL has a profoundnfluence on
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academiciansod behaviours. |t QWkaresmomg likelyst e d

to facilitate the development of high proactivehhviours. Thus, it is hypotheststhat:

Hypothesis 2QWL has a positive and significant effect oog@ctive behaviour.

2.6.3Proactive Behaviour and Career Success

Many organisitions consider proactive behaviours as an absolute necesgiig iole
requirement for employees to perform their tasks (Campbell,; 208bert et al.2001;
Thomas et al.2010). A mentioned by Bateman and Crant (1993), the concept of proactive
behaviour is described as an individual showing a stable disposition towards taking his or
her own initiative to influence and change his or her work environment. Peopla gh
proactivuty are more likely to take an active role to managd develop their own careers.
They always initiate situations and create favourable wwgrlenvironments as well as
comingup with innovative solutions to the problems they have identified. As a resaylt,
become more successful as they are able to perform well in thekralatkd situations. In
contrast, less proactive individuals show tpposite patterns of behavioyGrant, 2000).
They prefer to adapt the present conditions rather tharertionally and directly changing
them (Crant, 2000). They faibtidentify and seize opportunitiés change their existing
situations (Crant, 2000). They feel very depressed and loseekwhen they encountered
issues. Thus, they are considered as passitigpresented a reactive behaviour against any

career obstacle.

Individual differences act as the main antecedents of proactive behaviour in the warkplace
like personal initiative ad proactive personality (Crar2000; Seibert et al., 2001). Personal

initiative refers to a behaviour syndrome that can be explained as individuals work and
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exceed officialjob-basedrequirements o their longterm goals (Frese et al., 199They
demonstrate their personal initiatbia facingobstacles Y identifying iss@s and resolving

them. They also actively seek information and feedback by means to impeaveurrent

work conditions to achieve their ultimate outcone of improving career success.
Furthermore, proactive personality is defined as individuals whoeang bmited without

any situational constraint. Bvithshegldl proaative Cr a n t
personalitiesare more activeni seeking positive chances, havingiatives grabbed with

both hands, challenging and improvitige status quo asompared to thas with low
proactive personalitiesAs a result, this may facilitate career success in the boundaryless
career Eby et al., 2003Seibert et a).1999. It is clearly showed in the literature that there

is a positive relationship betweeropctive personality and career sucqdssh et al.2013)

A body of knowledge haslso indicated that the construct of proactive personabty i
positively associated to subjective success outcomes, such assedisaction (Fuller &
Marler,2009;Ng € al., 2005; Seibert & Kraime2001; Spurk et a).2013),performancel(i

et al, 2011 Thomaset al, 2010, and employee creativityKim et al, 2009. As the
increasingly emergence of boundaryless or protean careers, people need to behave
proactivelyto achievesuccess in their careg(Spurk et al., 2013People who behave on a

more proactive way can govern their wardnwork roles so that they can involve
themselves in different challenging activities. As a result, they develop new skills, maintain
work-life balance as well as gain a sense of achievement in their careers. They also behave
proactively to set career goals, initiate effort as well as achieve psychological success, which

can contribute thiigher levels osubjectivecareer success. Thbave discussions conclude
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that proactive behaviour bri ngsesaThemrefere,t i ve

it is hypothesied that:

Hypothesis 3Proactive behaviouras a positive and significant effect on career success.

2.6.4Proactive Behaviouras a Mediator in the Relationship between Quality of Work

Life (QWL) and Career Success

It is notenough for employees to have only knowledge and skills required to achieve career
success. Itis very important for employeealsmpossess positive persditias and the right
attitudes so that they endeavour to do their best in gaining positive career outcomes. The
main factor in achieving career success is that employees should possess positive traits, such
as proactive career behaviours. Thus, proacteeabiour has become a fundamental
concept because it brings a vast amount of impacts on organss@i@amt,2000).Proactive
individuals initiate changerather than passively accepting and adaptinthéochangs

made. They challenge the difficulties naed seek for ways to transform such obstacles into
useful opportunities that can prepare them to be more successful in their careers. The
previous study done by Barnett and Bradley (2007) indicated that proactive behaviour
mediates the relationship bew®veorganisational support andareer success. Another
reseach work conducted by Abu Said et g&015) also found out that proactive behaviour

is a supportive mechanism for career successs, the features of proactive behaviour may
contribute significatly in mediating the relationship betwe@mVL and career succedgost

studies to date have emphasised on the direct relationship b&dwéeandjob satisfaction

(Fatehi et al., 2015Kermansaravi et al., 2015Muindi, 2016; Tabassum, 2032

Neverthelessthe effect o QWL on other measurements of career success may be indirect.
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Proactive behaviours is, in turn, expected to contribute to career success. In this study,
proactive behaviour is viewed as a potential mediator of the relationship b&dwdeard

career gccess. Itis argued here thdtedterQWL for academicians is more likely to develop
more proactive behaviosir which then leadingo desirable career outcomjesuch as

subjective feelings afuccess. Hence, the following hypothesis is made:

Hypothesis 4.Proactive behaviour mediates the relationship betw@®fi and career

Success.

2.7 Summary

This chapter provides an overview of the existing theories associated with the present
research, such &CCTthat ha been used in investigating the tedaship betwee QWL

and career success through the mediating effect of proactive behaviour. It also discusses
about the relevant literature associated with the constructs that forrootteeptual
framework. These constructs a@@WL, proactive behaviour, ad career succes3he

following chapterexplains the methodologysedto test the fouhypotheses
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CHAPTER 3

METHODOLOGY

3.0 Introduction

This chapteraims to explain the methodology used in this research. It highlights the process
of data cdlection and statistal analyss techniques employed in order to attain the
objectives of this studyA detailed description of the methodology employed is éithto

the following sectionsSection 3.1 explains positivist approach adoptedhia research.
Section 3.2 explas about the researclesign Section 3.3 discuss¢he sampling strategy.
Next, Sction3.4 gives an account of the sampling dayed in this study. Then,e8tion

3.5 explains saple size of this study arfsection 3.6 mentions the unit ofrealysisof this
study.Section3.7 describethe procedure of data collection. Sectiod &«plains about the
details of survey questionnaire. Sectiodr@ports preest and pilot study involved. Section
3.10explains procedures and methods of the data analysisois8atl describes the factor
analysis and Section 21lexplains Structural Equation ModellingSEM) analytical
techniques applied in this study. Section33iscusses the ethical consideration related to

this researchLastly, Section 3.8 summariseshis chapter

3.1 Positivist Approach

The present research was conducted to examine the relationship b&wWkeand career
success through the mediating effect of proactive behaviour. The conceptual framaework
this studywas derived fron8CCT in the field otareer development. This survey research
adopted the positivist approach to test the hypotheses in the conceptual framiéweork.

positivist approach refers to a stidic and quantitative method-he positive paradigms
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look at the world as an objectiveality which can be measured by an unbiased researcher
(Gall, Gall, & Borg, 2007 Lichtman, 2005 Researchers need to use the language of
theories, hypotheses, and variables while using this approach. Being a scientific approach,
this approachiepends om large number of scientific ways that can generate alphanumeric
and numeric data. In other words, it applies statistical tools for analysing data and it organises
data into quantifiable variables. In this research paradigm, it focuses on quantitativelrese
which contributes to study natural phenomena. This method is conducted according to
deductive reasoning. The process of data collection is important forgtéisé validity of

the hypothese Besides, esearchers who use positivist approach shouldyebinvolved

with research participants under the inquiry of study in order to remain neutral and objective.
Therefore, in the present study, the researcher focused on epistemology to use the objective
approach by trying to be disinterested throughoetdbservation in order to eliminate her
biases, detach herself from emotionally involved as well as maintain distance from the

research participants.

There are many reasons for this research used the positivist approach. First and foremost,
the hypotheseare generated after having a comprehensive study of literature in the field.
These hypotheses will be tested through the process of data collection by using self
administered questionnaires. Besides, this approach is appropriate because the researcher
remans neutral for the whole of the research process by detached herself from the problem
domain. Moreoverit is more economical to collect data when ugnugitivist approach.

Finally, this approach provides a clear theoretical focus of the study. Toais ke said that

the domain of positivist approach was involved in this research for determining the
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relationship betwee@WL and career success through the mediating effect of proactive

behaviour.

3.2 ResearchDesign

A research design refers to a reseglem which is important for defining settings of the
research, identifying the unit of analysis, and describing sorts of investigations that have to
be conducted (Copper & Schindler, 2014). The research designs used in this present study
are exploratory, @scriptive, and explanatory designs. In the first stage of this study, the
exploratory design was applied to gather informatelated to the research problemnd
formulate hypothesdsased on the literatur&herefore, the researcher identified consguct

and formulated hypothesdhrough a thorough investigation of the previous empirical
studies The researche&lsomaderesearch problem crystal clear anid clear that this study

aims to testhe hypotheses, which determmsationship betwee@®WL and career success
through the mediating effect of proactive behaviamong married academiciaf®r the

next stage, the researcher employed a descriptive design for giving a detailed description of
the respondent sdé char aottée mean, standard ddviationg,l s o
percentages, and frequencies of the constructs identified in this study. Since descriptive
research design could not provide explanations for the association between the constructs of
the model, and thuexplanatory reseah was also applied for this study to describe the

relationship between variables. Figure 3.1 depicts the design of this study.
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This study emphasised on using a quantitative data collection method. Asectissal

study using a quesinnaire approach was applied because it was relatively efficient to collect
information as it can deal di r ectltlisyalsowi t h
efficient and economical instrument in research proddsseover, the researcher empbaly
survey method because it provides more precise ways of assessing information about the
sample involved in this research. As a result, the researcher can be able to mehlsoro
regarding generalisg the findings from sample to populatioBEM analyss which
comprises of twestep method was employed in this study. Firstly, the assessment of
measurement model was carried out to evaluate the unidimensionality, reliability, and
validity of the underlying variables by performing confirmatory factor amal{SFA).

During the second step of SEM analysis, the procedure of the structural model was applied

to test the hypothesised relationships between the variables.

3.3 Sampling Strategy

The sampling refers to a process of selecting a sample from the enpivkapon. The
population is a larger number of respondents from which the sample is obtained. In this
study, the member of the population comprised of all of the married academicians from the
selectedPublic Institutions of Higher Leammg in Sarawak There arel3 Public Institutions

of Higher Learning in Sarawakycluding 2 public universities, 1 public university college,

2 public polytechnics, 4 community colleges, and 4 teacher training institinesersiti
Malaysia SarawakUNIMAS) has largestotal population of571 marriedacademicians
followed by Universiti Teknologi MARA (UiTM) Sarawak has total population 885

marriedacademician®ut of these 13 institutionshusUNIMAS and UiTM Sarawakare
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chosenfor this studyas there is a very high passlity for truly representative of the
populationof married academiciares a wholeThere are data available for identifying the
subjects for this studgsthe nameof the married academicians in UNIMAS and UiTM
Sarawak are obtained from the registifiices oftheir respective universitiesBlowever, it

is generally impossible for researchers to approach all members of the population by
distributing questionnaire survagthey do not have the time and money to undertake. Thus,
sampling techniques acemmonly recommended in quantitative survesearch. It can be
carried out by using two categories of the sampling method eitherandom (non

probability) or random (probability) sampling.

3.4 Sampling

Samplingdescribes as the process of choosing alauraf people which will represent the
characteristics of a larger population to which they belonged. It intends to acquire data about
the population by employing the sample as its subgroup (Gay & Airasian, 2000). The greater
the number of sample chosenrépresent the entire population, thermthe results can be
generalied to the whole population. The sampling procedure in this stallly ihto
probability sampling.Tashakkori and Teddlie (2003) stated that probability sampling
techni qgue dtinga celativetydargér suenbee of units from a population, or from
specific subgroups (strata) of a population, in a random manner where the probability of
inclusion for every member of Sibchthisrpsegoch| at i
is quantitative in nature, hence it has primarily emphasised on using the probability sampling
technique such as random sampling so that the sample can accurately represent all members

of the population. Based on Tashakkori and Teddlie (2008), approaches cabe
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employed in random sampling, naméiyly random ampling and systematic samplirig.

the truly random sampling, the sample is selected randeitiiput taking any factors into
consideration, includingge genderpr ethnic origin. On the other haradresearcher selects

the subjects based on some simple rules for using systematic random sampling. The
advantage of using the systematic random sampling is when there is a large number of
population, this method still can ensure the selected sample megrésetarget population.

This type of samplinglso enables every married academica@nUNIMAS and UiTM
Sarawakhas an equal possibility of being part of the sample in this reseEnehefore,

systematic random sampling was employed in this study.

3.5 Sample Size

Samplesize plays a very critical role in all statistical analysis in any research. In this study,
the requirement of sample size needed was determined baseéMbthat used as the
statistical analysis technique. Kline (2010) recommendedttisatécessary to get a sample

size of 200 or greater for a very complicated path model. The minimum sample size should
be at least 200 as suggested by Hair, Anderson, Tatham, and Black (1998) in order to
guarantee robust SEM. However, they further higtied that the SEM analysis becomes
sensitive when there is a sample size akeexling 400 to 500 respondenihis may cause
goodnesf-fit measure to demonstrate poor fit if any difference is detected. Hence, it is
important to require a sample of minimwR200 respondents for giving parameter estimates
with any degree of confidence. In the current study, the primary concern of the researcher
was to get a minimum of 200 usable responses in ordiifio the above assumptions.

Therefore, 500 questionnaireere distributed to the respondents froIMAS andUiTM
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Sarawakin order to obtain the required minimum sample size as well as get reliable

estimates.

3.6 Unit of Analysis

The unit of analysis is the degree to which the level of aggregation or the level of
investigation of collected data emphasises specifically on an entity, such as entire
organisation, department, groups, atyivar individuals (Sekaran, 200Zikmund, 2000).
Therefore, e unit of analysis in the present studyfdsusing onindividuals, which are
married academiciarizecause they are independent of each atherto random sampling
Besides, it is important to know perceptions of married academicgasdinghow they
perceive QWL, their proactive work behaviour, and their career succé@ssorder to

understand more acareer development trajectories of married academicians

3.7 Data Collection Procedure

The purpose of data collection is to collect useful information and opinions from target
responders regarding the research topithere ae various methods that can be used to
collect data, for example, meet respondents face to face, make telephonic calls, use postal
services, send email, or a combination of these approaches (Coopshir&ll&r, 2014;
Zikmund, 2000)In the current studythe researcher used questionnaires to collect the data
through faceo-face sefadministered method.hE researcher administered questionnaires
through face to face contacts with respondbgtsisitingthe selected Public Institutiorns
HigherLearning After identifyingrespondentifom the name listprovidedby the registrar

offices of selectedPublic Institutions of Higher Learningthe researchedistributed

guestionnaireamongthe respondentsSome of the respondents completed questionnaires
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during time of distribution while the others had been giving some time to fill in at their

convenience by dropping their emails or t@mh number to be contacted later.

The questionnaires were distributed unifornmytihe selected Public Institutions of Higher
Learningin Sarawak 250 copies of questionnaires were distributed among the married
academicians of eadelected Public Institutionf Higher Learning In overall, a total of

500 research questionnaires were randomly distributed. There was a unifoitvateths of
guestionnairesi each selected Public Institution of Higher Learpimgt the response rate

was different from one another as shown in Table 3.1.

Table 3.1: Questionnairelistribution andresponse rate

Name of the selected Public Questionnaires Questionnaire Response

Institutes of Higher Education distributed returned rate in %
UNIMAS 250 200 62.5
UiTM Sarawak 250 120 375

There is a higher response rate iINIMAS becausdJNIMAS has largest population as
compared to UiTMSarawak In total, 320 questionnaires were collected back out of 500
distributed, which consisted of 64.0% of respomate of the original sampleevetheless,

16 questionnaires were discarded among those returned questionnaires due to various
reasons. For instance, two questionnaires were partially answered, three questionnaires were
answered by given the same answers on all the Likert scale item$]1 apdestionnaires

were left completely blank. Thus, remaining 304 usable responses were used for final

analysis that accounted for 60.8% of the response rate.
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3.8 Instrument: Survey Questionnaire

Theresearcher adopted a quantitative ciessional surveynethod in this study. Survey
guestionnaire is a very important, economical, and efficient instrument in research process
for collecting the required data. In the current study, the researcher attached a covering letter
to the survey questionnaire, whichpéained about the research project. Besides, the
respondents were explained that their responses were kept strictly confidential at all time
and used particularly for this research only. They were further informed that their
participation in filling the gastionnaire was completely voluntary. Moreover, the
researcher 6s c¢ont ancail adidress and cordatt number weregiven e s

them in case they wished to make relevant enquiry or get the results of the research.

Respondents were asked tewaer questionnaires based on their working experienteei
selected Public Institutionsf Higher Learning The survey questionnaire has four main
parts. Firstly, the participants were asked to answer demographic questions, such as age,
gender, highestcademic qualification, ethnicity, religion, job status, total employment
experience to date, total employment experience in current university, and gross monthly
income. In the second part, the respondents had to respond to question items for construct of
QWL. Next, the respondents had to answer question items for construct of proactive
behaviour in the third part. Lastly, the respondents were asked to provide answer about

guestion items for construct of career success.

The questionnaire was administeredthie respondents by meeting them face to face, as

mentioned earlier. It was attached with a covering letters which described the details of
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research. Every respondent was given souvenir after filled in the questionnaire in order to

appreciate their partigation in the survey.

3.8.1 Development of Survey Questionnaire

It is necessary to design the questionnaire in a way to get accurate information related to the
research problem besides motivating the participants to take part in the survey questionnaire.
The question items are adopted from the previous published lite(&lties et al., 2008;

Dries et al. 2009; Frese et al., 1997; Sirgy et al., 2089 some wording of items in the
guestionnaire was adapted as necessary in order to ensure the itemren@dguous and

simple. Consequently, this may enable the respondents to understand the questions easily as

well asminimise their chances of misunderstand the items.

There are a number of steps for hvecess of design a walrgani®d questionnaire in the
current study. First of all, the stu@ly@ims and objectives were explained with clarity.
Thereby enabling the questionnaire contained necessary formation required to test the
hypotheses in the study. After reviewing a thorough knowledge of the publisratire,

the researcher referred to similar studies and compared them in order to design the
guestionnaire in this quantitative research. It is necessargtestthe preliminary version

of the questionnaire before conducting actual fieldwork. Dysnegesting, comments from
experts in the field were solicited on the questionnaire. In addition, a pilot study was carried

out to analyse the data before conducting the survey on a larger scale.

3.8.2 Response Formatting
The items in the questionnaire whased on the working experience of respondents in

current workplace towards the research topic. Cleseted question using scale response
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format have been used in this study becausanitprovide a set of standarelilsanswers for

the respondents to che®(Moy & Murphy, 2016). Thiscan decrease the amount of effort

and thinking needed by participants to complete the survey questionnaire. As a result, this
may encourage respondents to take part in the study besides eliminating response bias.
Moreover, scked response questions were employed as it focuses on scale measurement
which can be used to indicate participants:@
facilitate the solicitation of responses for this study and reduce the time the survey
guestonnaire generally takes (Moy & Murphy, 2016). In this research study, all
guestionnaire items were evaluate using afiwat response scale. Thus, the items in the
guestionnaire were designed by using proper response formatting. Thereby this motivates
respondents to give accurate answer as well as achieve relevance and accuracy in data

analysis.

3.8.3 Scale Development

In this study, there are three scales used include nominal, ratio, and ordinal with Likert scale.

The use of nominal scales were limitedquestionnaire items related to the demographic

profile of respondents, such as gender, highest academic qualification, ethnicity, religion,

andj ob st atus. I n addition, rati o scale were
total employment exgrience to date, total employment experience in current workplace, and
gross monthly income. Likert scales were u
opinions and perceptions regarding the aspects of@wir, their proactive behaviour, and

theirlevel of career success.
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The five-point response scale was employed in the present research. This is because a five
point scale has been most recommended that it appears to be less confusing which decreases
the respondent so f rarssponsa tate asrwelllaginceedsesaespbnsd a C |
quality Babakus & Mangold, 1992evlin, Dong, & Brown, 1993Hayes, 1992Sachdev

& Verma, 2004. With a fivepoint scale, it is readily comprehensible to respondents as they

can easilyunderstand the compéetist of scale descriptors and express their vidam(es,

2008. Therefore, the questionnaire was developed based on the research hypotheses and the
instruments from previous studies as well as the guidelines recommended in order to achieve

better resporesoutcome.

3.8.4 Operationalisation of Variables

In this study, the theoretical constructs were operationalised by adopting validated items
from previous studiedies et al., 2008; Dries et al., 2009; Frese et al., 1997; Sirgy et al.,
2001). The adoptedems were validated and some wording of items that measure constructs
of the proposed framework was made so that the instruments are tailored to the purposes of
the research. Therefore, the operationalisation of questionnaire items for each variable is

expained in more detailsafollows.

i.  Operationalisation of quality of work life (QWL)

Thecurrent research us€WL scale developed by Sirgy et al. (2001) in order to measure
QWL among acaeimicians. The scale conceptuafissatisfaction of employees with seve
needs, including economic and family needs (QWQML16), health and safety needs
(QWL11-QWL13), actualistion needs (QWLBRWLSG6), aesthetic needs (QWIQWL10),

esteem needs (QWLEQWLA4), knowledge needs (QWLQWLS8), and social needs (QWL1
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QWL2). The opergonalisation ofQWL was based on a fiveoint response scale with=1
very untrue of me andsvery true of me. The scale consisted of 16 items with regard to the

satisfaction of these seven areas of se€le items are shown Table 3.2

Table 3.2: Operationalisation oduality of work life (QWL).

Iltems

QWL1. | have good friends at work.

QwWL2. | have enough time away from work to enjoy other things in life.

QWLS. | feel appreciated working at this university.

QWLA4. People at this university and within my profession respect me as a professional
expert in my field of work.

QWLS5. | feelthat my job allows me to reatiamy full potential.
QWLS. | feel that | am realing my potential as an expert in my linework.
QWLY7. | feel that | am always learning new things that help me do my job better.

QWLS8.  This job allows me to sharpen my professional skills.
QWL9. There is a lot of creativity involved in my job.

QWL10. My job helps me develop my creativitytside of work.
QWL11. |feel physically safe at work.

QWL12. My job provides good health benefits.

QWL13. |do my best to stay healthy and fit.

QWL14. |am satisfied with what | am getting paid for my work.
QWL15. |feel that my job at the university secure for life.
QWL16. My job does well for my family.

. Operationalisation of proactive behaviour

The respondents had to respond to items based onpdineresponse scale with=lvery

untrue of me and 5 very true of me. The operationalisatioh proactive behaviour was

based on seven items developed by Frese et al. (1997). Proactive behaviour has personal

initiative (PBXPB7) as its componerithe itemsareshownin Table 3.3

Table 3.3: Operatimalisation ofproactivebehaviour

ltems

PB1. | actively resolve problems.

PB2. Whenever something goes wrong, | search for a solution immediately.
PB3. Whenever there is a chance to get actively involved, | take it.

PB4. | take initiative immediatelgven when others do not.

PB5. | use opportunities quickly in order to attain my goals.

PB6. Usually | do more than | am asked to do.

PB7. | am particularly good at realhg ideas.
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iii. Operationalisation of career success

In order to measure career succéiss study used career success scale developPddyy

et al. (2008) and Dries et al. (2009). The scale is comprised of ten different dimensions of
subjective career success, suclp@asonal satisfaction (CS1S8), financial security (CS9

CS13), job seurity (CS14CS18), recognition (CS18S23), cooperation (CSZ4S28),
contribution (CS29CS35), performance (CS36S42), advancement (CSLH47), sel
development (CS48S56), and creativity (CS5ZS61). The operationalisation of career
success was measdresing a fivepoint response scale, ranging from very low to very high.

The scale has included a total of 61 items to measure these ten different dimensions of career

success. The itenaeshownin Table 3.4

Table 3.4: Operationalisation ofareersuccess

Items

CS1. 1am satisfied with my workife balance.

CS2. 1 am happy with all that | have and with all the possibilities present.

CS3. | feel healthy and happy, at home as well as at work.

CS4. | amcapable of letting my family play a significant role in my life alongside
career.

CS5. | experience satisfaction and fulfilment brought about by my own per:
achievements.

CS6. | feel good; | often experience a warm and fuzzy feeling on the inside

CS7. 1 am proud of myself and my achievements.

CS8. | pursue independence as a major source of happiness.

CS9. I have the freedom to buy what | desire.

CS10. 1do not experience financial restrictions.

CS11. | feel financially secure.

CS12. | makea good living.

CS13. My income allows me to take good care of my household.

CS14. | experience stability.

CS15. | experience job security.

CS16. | am not worried about losing my job.

CS17. |feel confident that | will always have a job when | want.one

CS18. | am confident that | can keep my current job as long as | want.

CS19. | am recognised fany accomplishments.

CS20. I can prove what | am worth at work.
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Table 3.4continued

ltems

CS21.
CS22.
CS23.
CS24.

CS25.

CS26.
CS27.
CS28.
CS29.

CS30.
CS31.
CS32.
CS33.

CS34.
CS35.
CS36.
CS37.
CS38.
CS309.
CS40.
CS41.
CS42.
CS43.
CS44.
CS45.

CS46.
CS47.
CS48.
CS49.
CS50.

CS51.

CS52.
CS53.
CS54.
CS55.

| am respected and appreciated by myvookers.

| receive a good, equitabb®mpensation package.

| get a fair compensation package, in line with my performance.

| have a good understanding with my empldyene that does not always requ
words.

| emphasisepeople over other resources as | believe that Ipeojake the
difference in this university.

| am often amongst other people and cooperate with them.

| cooperate well with others at work.

The team atmosphere at work is good.

| contribute personally tthe welfare of this universitgnd as such, to that «
society as a whole.

| believe to have achieved positive matters, in an ethical way.

| think that one person can make a world of difference in this university.

| am seen as a valole asset by my university.

| can steer a work team into a spHrpetuating cycle of motivation, action, rest
and growth.

| am able to exert power or influence, to make my mark.

| am an important link in the process that leadsnigarsity success.

| successfully achieve envisioned goals.

| am in a seHperpetuating cycle of motivation, actiomssults andyrowth.

| perform well, put in efforts and get results.

It shows that | do a good job.

| goto great lengths to achieve good things.

| stay motivated and driven, and continuously pursue new goals.

| stand out from the masses; | am the best at what | do.

I am well under way to reach my career ambitions.

| am progressig in my career.

| experience plenty of opportunities to build a career, to grow within
university.

| am a candidate for promotion.

| can see myself climbing the ladder.

| have accomplished my own goals.

I go throughpersonal growth and development as a result of work experien
| achieve personal development by-the-job learning and through variot
experiences.

| continuously learn in various ways so that | can continue to develop as a

and getahead.

| acquire many experiences, inside my job and out.

| acquire knowledge on an ongoing basis.

| am able to express myself through work and accomplishment.

| am able to manage and shape my own career; achieve everythghe

handedly.

56



Table 3.4continued

Items
CS56. | create opportunities in life.
CS57. 1 work creatively.
CS58. | can accomplish innovative, extraordinary ideas at work.
CS59. | can express my creativity in my work.
CS60. My work allows for creative solutions.
CS61. | apply credive thinking when | am at work.

3.9 Pre-test and Pilot Study

Basedon Sekaran (2003), it is necessary to conductgstand pilot study before actual

data collection in order to validate research instrument as well as identify ambiguities and
errors. Hene, the researcher carried out onetpst and a pilot study before collecting actual

data. As a result, it can avoid misinterpretations and confusions among respondents besides

ensuring the questionnaire is free of ambiguitieseanas

3.9.1 Pre-testing the Questionnaire

Sekaran (20033tated that preesting refers to an initial evaluation of questionnaire with a
group of participants that can identify whether the participants have any problem in
understanding questions as well as detect biasedlmgaous questions. It can also help to
identify and detect problems in the contents, wording, and design of the survey instrument.
Thus, in the current study, the researcher conducted thdegtreby distributing
guestionnaires to four researchers who exeerts in different fields at one selected
university inSarawak All questionnaires were returned, meaning that it was an excellent
response rate. During the gessting, a forwarédackward translation procedure was carried
out to translate the origindems. This procedure helped to detect problems related to poor

translations as well as assess and ensure the quality of the translation. The content
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equivalence of the items was examined by those four previous bilingual researchers who are
fluent in bothEnglish and Bahasa Melayu languages. First, the two bilingual researchers
translated each English item accurately into Bahasa Melayu independently (forward
translation). Then, based on the wording of each item, the translated and original
guestionnaires we examined and discussed un¢isolving inconsistencies and reachang
consensus. After that, another two bilingual reseascvbo were unware of the original
guestionnaire translated the proposed Bahasa Melayu items back into English (backward
translaion). This translation was reviewed and compared in order to determine whether
every item was fundamentally the same as the English originals. However, after getting
feedback from preest, it is suggested that dual language was not necessary as regpondent
were educated enough to understand English items. Therefore, only English items would be

provided during actual datallection.

Moreover, those four previous researchers highlighted problems about the design of
guestionnaire. The pitest was successfuh gaining comments from them in order to
improve the survey questionnaire. For example, they mentioned the problem regarding the
use of wording and thus some wording was changed as necessary that can be easily
understood by the respondents in the Makmystontext. This helped to minimas

r e s p o nhiases tarsldmeasurement errors as well as proattEuate responses.
Therefore, the survey questionnaire was revised slightly based on suggestions given by the

participants in the prieest
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3.9.2 Pilot Study

It is necessary to carry out a pilot test so as to identify weakness in the design of questionnaire
and determine the reliability of the questionnaire. The researcher conducted pilot study by
distributing the questionnaires to the participants with laésfcription about the survey.

The researcher also provided her contact information in case any enquiry and for the purpose
of follow up. In total, 40 questionnaires were distributetheoselected Public Institution of
Higher Learning After that, 31 qustionnairs were collected back with response rate of
77.5%. The duration of pilot survey was one month, starting from 17 September 2016 to 17
October 2016. For this pilot test, basic statistical analysis was conducted by employing SPSS

statistical softwae version 23 which waStatistical Package for the Social Sciences

I. Demographic profile of pilot study respondent

Table 3.5: Demographic information of pilot study participants</91).

Variable Category Frequency %
Age 030 years old 0 0
31-40 years old 9 29.0
41-50 years old 9 29.0
51-60 years old 13 41.9
061 years old 0 0
Gender Male 16 51.6
Female 15 48.4
Highest academic qualification PhDor equivalent 22 71.0
Master or equivalent 9 29.0
Others 0 0
Ethnicity Malay 17 54.8
Indian 1 3.2
Bidayuh 2 6.5
Melanau 2 6.5
Chinese 4 12.9
Iban 2 6.5
Others 3 9.7
Religion Islam 21 67.7
Buddhism 1 3.2
Hinduism 1 3.2
Christianity 7 22.6
Others 1 3.2
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Table 35 continued

Variable Category Frequency %
Job status Permanent 25 80.6
Contract 6 194
Total employment experience to O5 years 8 25.8
date 6 - 10 years 6 19.4
010 years 17 54.8
Gross monthly income < RM 5,000 3 9.7
RM 5,000- RM 10,000 20 64.5
> RM 10,000 8 25.8

In the pilot study, 3lusable responses were collected. The descriptive analysis of 31
responses werdetermined by applying the SPSS statisBoftware version 23. Table 3.5
presents about the demographic details of the respondents during the pilot test, for example,
age, gender, highest academic qualification, ethnicity, religion, job status nipialyenent
experience to date, and gross monthly incoBased on Table 3.5, among 31 respondents,
most of participants were in the age range frono50 years old (& 13, 41.9%)followed

by those between 340 years of age (1 9,29.0%) and 41 50years of age (5 9, 29.0%).

The pilot studyalso showed that malevasin a majority (n= 16, 51.6%) whereas the

remainng were female (& 15, 48.4%).

In the pilot study, majaty of the respondents had alPlor equivalent qualifications (n
22,71.0%) while those who had master or equivalent qualification were secghddtiin
numbers (= 9,29.0%).Moreover, the pilot study indicated that majority of the participants
were Malay(n = 17, 54.8%)while those with second highest in numbers for ethniciyew
Chinese (n= 4, 12.9%), followed by other ethnicity én3, 9.7%), Bidayuh (i 2, 6.5%),
Melanau (r= 2, 6.5%), Iban (i 2, 6.5%), and Indian (1 1, 3.2%). Results of pilot study

also revealed that majority of respondents practised their ownorekggere Islam (= 21,
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67.7%), followed byChristianity(n= 7, 22.6%), Buddhism (A 1, 3.2%), Hinduism (& 1,

3.2%), and other religions tn1, 3.2%).

80.6% of the respondents were permanent workers while the remaining were contract
workers (n= 6, 194%). Furthermore, most of the respondents who®adlyears ototal

employment experience to dateri7,548 %) , f ol | owed bByearsvierese wh
second highest in number#£r8, 25.8%), and those who had®) years of total employment
experence to date were lowest in numbers=(16, 19.4%). The majority of respondents

received gross monthly income were within RM 5,000 to R)/000 (n = 20, 64.5%),

followed by those who received gross monthly income moreRihd0,000 (r= 8, 25.8%)

and tlose who received gross monthly income less than RM 5,000 were lowest in numbers

(n= 3, 9.7%). The response rate of 77.5% achiavée pilot study. Therefore, the sample

size was adequate for doing further analysis to test the reliability ofstnenment

. Reliability of the instrument

I n the pilot study, Cronbachdés alpha values
reliability of the instrument besides ensuring the consistency of the participants respond to

all the measures items. Sekaragd@@ poi nted out that i f Cronb
less than 0.6 is poor, if the reliability value is in 0.7 is considered as acceptable, and if the
value is above 0.8 is good. Thus, the nea
reliability of the instrument was high or vice versa. Table 3.6 reveals the reliability test result

by presenting Cronbachos atlepilotéestcoef fi ci ent
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Table 3.6: Cronbaclis aphacoefficientsfor all constructobtained inpilot study.

Construct Cronbacht¢
Quiality of Work Life (QWL) .823
Proactive Behaviar .864
Career Success .953

In the pilot study, all the items included in the questionnaire revealed good reliability with
higherCr onbachds al pha values. For ins@wWnce, C
showed 0.823 that was considered to be good
proactive behaviour was 0.864 that was considered to be good too. Lastly, theaCcoh 6 s
al pha value construct of career success sh

very good. Therefore, the instrumensed in this researaherereliable.

3.10 Data Analysis

Themain purpose of the study was to determine the relationship @@L andcareer
success through the mediating effect of proactive behaviour. There are two statistical
software tools were employed in the current research, nastatistical Package for the
Social ScienceSPSS) andnalysis of Moment Structurd&MOS) for Structural Equation
Modelling (SEM). SPSS was applied to analyse the preliminary data. AMOS was used for
doing the assessment of measurement model as well as structural model io taskethe

proposed hypothesd framework

3.10.1 Preliminary Data Analysis
In this research studgPSSversion 23was employed as it is an important tool to analyse

the quantitative data collected. In the present study, it has been applied to screen the data in
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terms of dealing with missing data, identifyiogtliers,and finding out data normality.
Moreover, SPSS statistical software was utilised to descriptive statistics include mean
values, standard deviatigrfsequencies, and percentag€his can help to get preliminary
information of the data by analysingah varable as well as summagishe demographic

profile of respondents.

i. Missing data

As mentioned by Hair, Black, Babin, and Anderson (2013), missing data is a very common
issues as it decreases the ability of statistical test in implying a link in the datsigaal

well as generates biased parameter estimates. Tabachnick and Fidell (2007) also stated that
missing data can lead to some potential effects, depending on the total amount of missing
data and the pattern of missing data as well as the causesdmgiata. For instance, when

the pattern of missing observations are systematic, then any method employed to treat such
missing data may cause biased results (Hair et al., 2013). However, when the data is missing
at random with no distinct pattern, anynedy to deal with this missing data could possibly
produce acceptable results (Hair et al., 2013). Thus, the first step to deal with missing data
in this study is investigating the frequency of occurrence of missing data, followed by
investigating the p&rn of missing data, and lastly using suitable method to handle

incomplete data, which suggested by Byrne (2010).

il. Ouitliers
Outliers refers to cases with scores with a uniqgue combination of characteristics that are
particularly distinct from the remainingpservations (Hair et al., 2013). Two main types of

outliers that affects the statistical analysis, namely univariate and multivariate outliers. Kline
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(2010) mentioned that a univariate outlier is a case with an extreme value on a single
variable. A multhariate outlier refers to a case that has a unique combination of values on
more than two variables (Kline, 2010). As suggested by Hair et al. (2013), based on rule of
thumb, outliers are cases with standard scores of 4 for larger sample sizes. Thus, the da
values need to be converted to standard scores with a mean value of O and a standard
deviation of 1 (Hair et al., 2013). It is easy to compare across variables since the values are
expressed in a standardized format. Nevertheless, the researcherdgteatdnly those
distinctly different observations and designate these observations as univariate outliers (Hair
et al., 2013). This is because some observations may fall normally outside the range of the
distribution (Hair et al., 2013Yhus, the presee of univariate outlier was checked in the
present study by examining the observations on each of the variables individually. As a

result, univariate outliers were not identified.

Onthe other hand, Mahalanobis distancé) (@st was employed to identifige presence of
multivariate outliers in a dataset. It refers to a multivariate evaluation of each observation
across an entire set of variables by meas
deviation units compared with the mean of all observa(idag et al., 2013). As suggested

by Hair et al. (2013), conservative statistical significance test inciud@s005 oip < 0.001

is applied as the threshold value to designate a multivariate outlier. A certain number of
observations can be designatsdhaultivariate outlier if they have & [df value above 3 or

4 in large samples. Thus, the researcher conducted a multivariate assessmert with D

measure.
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iii. Normality

Hairetal.( 201 3) explained that nor mal ity is
individual metric variable and its corpmndence to the normal distribution, which is the
benchmar k for st &9).iltdstimporgaht to metk datal sodnality for
variables because these particular variables should be normality distribut&ENbr
analysis. When there is a violati of normality, it may affect the results interpretation in
SEM analysis by increasing the @guare value or causing standard errors of parameter
estimates and fit indices to be underestimated. Normality can be diagnosed by graphical
analyses include mmal probability plot and histogram that compare the observations values
with a distribution. When the distribution of the observed data largely follow the diagonal

lines, it is considered as norn{élair et al., 2018

Moreover,two multivariate indexesan be used to inspect normalinamely skewness and
kurtosis.The skewness depicts the symmetry of distribution whereas the kurtosis measures
the heaviness of the tails of a distribution when compared with the nostrédwation (Hair

et al.,, 2013)Whenthe observed distribution is exactly normal, values for skewness and
kurtosis are not significant. The skewness and kurtosis scores of a normal distribution are
zero. If the score of skewness is outside the range of +1, there is a substantially skewed
distribution (Hair et al., 2013). Kline (2010) suggests that skewness scores more than 3.0 is
extremely skewed while kurtosis scores from 8.0 to 20.0 above is extreme kurtosis.
Therefore, the acceptable value of skewness is up to £1 and kurtosis value i8up the

presentstudy.
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3.11 Factor Analysis

According to Hair et al. (2013), factor analysis can be used to analyse the correlation
structure of a large set of variables by defining these measurement items in terms of common
underlying dimensions, which kwn as factors. At first, the underlying structure of the data
need to be identified. Then, the extent to which each factor explains the measurement item
is determined. After that, summaaiton and data reduction can be conducted by either
exploratory fator analysis (EFA) o€FA. As a result, a large set of measurement items can

be reduced using a smaller set of factors. In the present research, the researcher did not
conductecEFA since all of research instruments were adopted from prior studies (Dries e
al., 2008; Dries et al., 2009; Frese et al., 1997; Sirgy et al., 2001) and the dimensions of each
construct were examined before. Thus, the researcher condDE#®dor testing and

confirming relationships among all constructs that twgsothesisd.

3.12 Structural Equation Modelling (SEM)

SEM examines interrelated relationships among multiple latent variables. SEM can also be
used to examine the measurement model and the structural model by determining the
relationships among multiple latent constructs stemébusly Hair et al., 2013Tabachnick

& Fidell, 2007. SEM provides a systematic mechanism which can validate relationships
among variables and indicators as well as determine relationships between variables in single
model (Hair et al., 2013). It alswovides rigorous and powerful analytical techniques for
dealing with complex models$i@ir et al., 2013; Tabachnick & Fidell, 2007 herefore, in

the present study, SEM techniques were used as it can expldtiple constructs

relationships that were Ippthesied in the proposed framework. SEM software package
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called Analysis of Moment Structures (AMOS) version 23 was employed for data analysis
in order to determine statistical relationships among the factors of independent variable
(QWL), dependenvarnable (career success), amgdiator variabl€proactive behaviour).

In SEM, measurement model is used to validate relationships among these variables and

indicators while sucturalmodel is employed to test relationships between thasables.

I. Measurement model

The measurement model shows how set of measured variables represents and defines
constructs (Hair et al., 2013}FA s very important technique &EM as it can confirm the
relationships between indicators and their respective latent varibibteder to evaluate the
measurement model using CFA, the gooditéde (GOF) criteria indices is determined as

well as the reliability and validity of measurement model are assessed. In short, the
measurement model was used to evaluate the unidimelisiorediability, and validity of

themeasures.

il. Goodnessof-fit indices

Thefit measure indices used SEM, namely absolute fit indices, incremental fit indices,
and parsimony fiindices (Hair et al., 2013As explained by Hair et al. (2013), absolfite
indices are a direct measure of evaluating the ability of the overall model fit, such as the
likelihood ratio statistic ch$ g u a?;, ot fiean square error of approximation (RMSEA),
andnormedchi-s q u a2/ ). Thedncremental fit indices evaite how fit is the proposed
model compared with some baseline model, for instance, comparative fit index (CFI)
incremental fit index (IFI), andTuckerLewis index (TLI) (Hair et al., 2013). The

parsimonious fit indices are designed specifically to examhether the proposed model is
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simpler. To improve this fit indices, it is necessary to specify fewer estimated parameters or
ensure a better fit (Hair et al., 2013). This indices inchatsimony normed fit index (PNFI)
which is used to compare modelsvairying complexity Table 3.7 presents fitness index

and their recommended level.

Table 3.7: Goodnes®f-fit statistics instructuralequationmodelling (SEM)

Index Abbreviation Type of fit Recommerded References
measure  criteria
Chi-square G Absolute fit &, df, p>0.05 Byrne
Normed chi square & (df Absolute fit 1.0< 2igf <3.0  (2010);
Root mean square = RMSEA Absolute fit <0.05 good fit Hair et al.
error of <0.08 acceptdb fit (2013)
approximation
Comparative fit index CFI Incremental >0.90
fit
Incremental fit index IFI Incremental >0.90
fit
TuckerLewis index TLI Incremental > 0.90
fit

iii. Model estimates

It is necessary to use other standardised estimates to evaluate the measuoeeidrgsides

using the goodness-fit criteria. For instance, critical ratio estimates criteria and
standardized regression weight (factor loadings). The minimum threshold recommended by
researchers for these estimates was used in this research dulthnas According to Hair

et al. (2013), the factor loadings value should be at least 0.5 and preferably 0.7. The values
of critical ratioshould be above 1.9@yrne, 2010; Hair et al., 2013). These criteria are

shownin Table3.8.

The measurement moddetermines the interrelationships between manifest constructs and

latent constructs by confirming which indicator variables associate with its corresgondi
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underlying latent variable$hus,CFA was applied to determine and confirm the pattern by
which indicator variables were loaded onto a particular variable (Hair et al., 2013). The
maximum likelihood (ML) estimation method in tA&MOS software was utilized to assess

the measurement model. This estimation procedure is the most widely employed estimator
in SEM analysis as it minimises the difference between covariance and observed matrices
which can improve the parameter estimates (Hair et al.,; J@b&chnick & Fidell, 2007

Hence, the maximum likelihood estimation method was employed to assess sheamest

model in the preserstudy.

Table 3.8: Measuremeniodelestimates

Estimates Recommended values References
Factor loadings > 0.5 acceptable Hair et al. (2013)
> (0.7 good
Critical ratio (tvalue) >1.96 Byrne (2010); Hair et al. (201%

3.12.1 Reliability

As mentioned by Sekaran (2003eliability refers to an evaluation of the degree of the
reproducibility, consistency, and stability of measurement results. It can determine the effect

of inconsistenes o the measurement result§hen every construct has multiple
measurements items, internal reliability should be emphasised as suggested by Bryman and
Cramer (2005). In the present study, there are multiple items for all measurements. For
instance, 18tems were employed for measuri@VL, 9 items for measuring proactive
behaviour, and 61 items were used to measure career success. Thus, the reliability of the
measur ement i'tems was assessed by deter mi
responses gen to all the questions in every measure. The internal consistency of each

measure waieasured by using the composite reliability. The composite reliability refers to

69



reliability measures that derived frd@#A. The composite reliability of 0.7 or greatgrow
acceptable internal consistency, as recommended by Hair et al. (2013). Hence, in the present
study, the threshold of 0.7 foomposite reliabilitywas used in order to examine the overall

reliability of every latent construct included in the proposachework.

3.12.2 Validity

Validity refers to the degree to which measurement indicators accurately represent the
construct they were intended to assess (Hair et al., 2013). It also examines the degree to
which a measure and its corresponding measuremerg degnassociated. It is associated

with the accuracy of measures (Hair et al., 2013). If the theoretical latent construct fits
measured items, then validity is established. Therefore, in this study, validity of the construct

is evaluated in terms of congant, discriminant, and nomologiocallidity.

I. Convergent validity

Convergent validity referto the degree to which manifest variables of a particular construct
converge the variance in common with a higher proportion (Hair et al., 20is3askessed

by using factor loadings of construct, average variance extracté@&)(fand construct
reliability estimation (Hair et al., 2013). In order to demonstrate adequate convergent validity
of each of the constructs in the present study, the minimum threshetdridiardised factor
loadings estimates should equal or exceed 0.5, AVE estimates should be at least 0.5, and

reliability estimates should be greater than 8s7recommended by Hair et @013).

il. Discriminant validity
Discriminantis the degree to whichwariable is truly different from other variables (Hair et

al., 2013). It can be evaluated by comparing AME for any two constructs with the
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corresponding square of the correlation estimate (Hair et al., 2013). To support discriminant
validity of the castructs, the AVE estimate should be larger than the squared correlation
estimate (Hair et al., 2013). Thus, in the present study, this procedure was applied to evaluate

the discriminant validity of theonstruct.

iii. Nomological validity

Accordingto Hair etal. (2013), nomological validity is the test of validity that determines
whether the constructs correlations in the measurement model make sense or not. To support
the nomological validity of the framework, it is necessary to demonstrate the CFA latent
corstructs are associated with other latent constructs in the model. All constructs in the
model proposed were defined as significant and positive in the present study. Hence, the
latent constructs should be positively associated to show nomological validhgy.
nomological validity of the model was evaluated by employing the construct correlations

(estimates).

3.12.3 Structural Model Evaluation and Hypothesis Testing

In the present studysEM analysis with a twestep method was applied. FirstyFA was
employedto assess the measurement model for determining unidimensionality, reliability,
and validity of variables. Then, the structural model was evaluated to test the hypothesised
relationships among the latent constructs. As discussed by Byrne (2010), theadtnucdel

specifies which constructs directly or indirectly affect other constructs in the model.

3.13 Ethical Considerations
It is very essential for researchers to understand the basis of ethical research and solve

ethnical issues. As discussed by Busi2&0@), ethical codes are different from individual
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to individual and from culture to culture. This is because something acceptable in a situation
may be identified as unethical in another. Thus, researchers need to be sensitive to identify
an ethical issueAt the same time, they should have a strong sense of responsibility to feel

committed in order to take appropriate action in regard to address ethical issues.

In order to ensure the integrity of research, the researcher emphasised on considering ethical
issues throughout the research process. Before conducting the fieldwork, the researcher
sought approval for accessing to the potential respondents. First of foremost, the researcher
was prepared formal letter, which was signed by the researcher. Aftat as approved

by the supervisor of the researcher and then sent to the academic programme office to get
ethnics approval for conducting the study. After approved, a detailed memorandum about
this research have been prepared and signed by facultyTdeanesearcher submitted the

memorandum to every faculty involved for ethics approval.

Furthermore, a covering letter was accompanied with the survey giving brief description
about the research projects in order to conform to the ethics requirementso It al
incorporated the name of the researcher and university so that respondents can know with
whom they were dealing. Only aggregate results were reported in this study to ensure the
confidentiality and privacy ofonwhsédreadimt i ci p
the strictest confidence as their personal information would not be exposed in any study
findings. Moreover, the data collected in this study was orilised for the purpose of

academic research in order to fulfil the requirementsh\éster thesis.
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3.14 Summary

In this study, a quantitative (positivist) method was implementing as it was consistent with
the research topic. In order to collect data, this study emphasised on usingsectioss
guantitative method with a survey todhesurvey questionnaire was adopted from the prior
studiesd i nstr ume Theguesiondairewad thed admiaistered © ¢hé e s .
respondents by meeting them faodace. A pretest and pilot study were carried out before
actual data collection iarder to validate instruments. The data collected were analysed by
applyingSPSSversion 23 SEM software packagMOS version 23was alsoapplied to
determine statistical relationships between the factors of independent va@alle), (
mediator variabléproactive behaviour) and dependent variable (career success). Lastly, this
chapter discussed about the addressed ethical issues. In next chapter, main findings of the

present study are reported.
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CHAPTER 4

RESEARCH FINDING S

4.0 Introduction

The results of the datnalysisare presented in this chaptérhas been divided into six
sections. The response rate achieved in this study is presented in the first section. This is
followed by a section provides demographic characteristics of participants of the survey
guesionnaire. The third section explains descriptive statistics of constructs items involved
in this study. The fourth section describes the procedures applied for screening the data. The
fifth section reports findings o6EM analysis. Lastly, e final secbn summariseghe

chapter

4.1 Response Rate

In this study, the data collection processmducted ifNovember2016 and it is finished in
February2017. The survey conducted was distributed to 500 responideints selected
PublicInstitutions of HighetLearning (250 questionnaires in each university). 320 research
guestionnaires were returned, which indicated a response rate of 64.0% of the original
sample. Nevertheless, 16 responses were discarded among those returned questionnaires.
This is because thrgmrticipants provide the same answensall the Likert scale items, 11
guestionnaires were returned completely blank, and two questionnaires were partially
answered as more than 25% of the questions were left blank. Hence, only 304 usable
guestionnaires are employed for the purpose of the final analysis that accounted for 60.8%

of the response rate
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4.2 Demographic Characteristics of Respondents

Table 4.1: Demographic characteristics of surveyp@sdents (N= 304).

Variable Category Frequency %
Age 030 years old 35 11.5
31-40 years old 150 49.3
41-50 years old 81 26.6
51-60 years old 35 115
061 years al 2 0.7
Missing 1 0.3
Gender Male 116 38.2
Female 188 61.8
Highest academic qualification PHD or equivalent 123 40.5
Master or equivalent 176 57.9
Others 5 1.6
Ethnicity Malay 168 55.3
Indian 9 3.0
Bidayuh 15 4.9
Melanau 11 3.6
Chinese 52 17.1
Iban 22 7.2
Others 27 8.9
Religion Islam 196 64.5
Buddhism 30 9.9
Hinduism 2 0.7
Christianity 71 234
Others 5 1.6
Job status Permanent 269 88.5
Contract 35 11.5
Total employment experience to O5 years 55 18.1
date 6-10 years 73 24.0
010 years 176 57.9
Total employment experience in O5 years 73 24.0
current university 6-10 years 101 33.2
010 years 130 42.8
Gross monthly income <RM 5,000 55 18.1
RM 5,000- RM 10,000 204 67.1
> RM 10,000 45 14.8

This section describes the details about demographic characteristics of the participants.

Resul

ts

of

respondent so

age,

gender ,

hi ghes

status, total employment experience to date, tetaployment experience in current

university and gross monthly income are shown in Table Bh&. majority of respondents

wereaged between 3140 years with 49.3%f the total respondent®llowed by thosaevho
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aged between1 - 50 years, 51 60 yearsQ30 years, an61 years wit26.6% 11.5%
11.5% and 07%of the respondentgspectivelyNext,116 respondents were male (3.
and 188 were female (61.8%), and thus no doubtthatwomen are currently entering
academic careers in increasingnmhers.It can be seen thainly 40.5%o0f the respondents
with PhD or equivalent qualifiations out of total respondents of 3@4owever, those
respondentsvith Master or equivalent qualifications is thighest number wittb7.9% of
therespondentsThis implies that most of academiciaggaluate theicareer success as high
by focusingmore on the subjective perspective of career sucadss than emphasising on

success in terms of extringiweasurementsuch as academic qualifications.

Besides, 55.3%f therespondents were Malayllowed by Chinese, other ethnicity, Iban,
Bidayuh, Melanau, and Indian with7.1%, 8.9%, 7.2%, 4.9%, 3.6%, and 3.0@%the
respondents respectivelihe highest number of the respondents practised thairaigion

was Islamwith 64.5% of the respondents while 23.4¥orespondentpractised Christianity
religion, followed by Buddhism, otheeligions, and Hinduism with 9.9%, 1.6%, abd%

of the respondents respectivelMoreover, 88.5%0f the respondents were permanent
employees whilethe remaining were contract employeesth 11.5% of the respondents

This implies that most of academiciaare more likely t@xperience job security as they are
permanent staff members. However, some of them may feel indmuaese they ateeing
employedon contract basisAs a result, thisnfluences how people perceive their career
successResults also revealed that the largest number of respondents had total employment
experience to date wé> 0 years with57.9%of the respondents whereas respondents who
had 6- 10 years of total employment experience to data were second highest number of

respondents witB4.0%of the respondentfollowed by 18.1% of the respondents who had
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O5 years of totleemployment experience to dalieseems thaiotal employment experience
to dateis beneficial tomanyacademicians as Itelps themto developskills, knowledge,

attributes, and capabilitiee/hich can lead to positive worklated outcomes.

In addition most of respondents who harl0 years of total employment experience in
current university witi12.8%of the respondent83.2% of therespondents who had-@0
years of total employment experiences in current workplece second highest in numbers,
followed by 240% of the respo d e nt s  wshyears bf aothl e@ployment experiences
in current university Furthermore, the majority of respondents received gross monthly
income within RM 5,000 to RM 1000were67.1% of the respondent®llowed by those
who received gross monthipcome less than RM 5,00hd more thanRM 10,000 with
18.1% and 14.8%of the respondentsespectively This impliesthat although receiving
moderatdevel of salaies, most of academicians tend to stay longer in organisatienio
passionate interest itheir careers|t can be viewedhat the majority of @ademiciansre
more likelyto pursuemore on subjective career outcomes (such as a sense of meaning and
purpose from their careers, welife balance, career enjoyment, and career fulfilment) as

theydo not place great emphasisaservable career accomplishnee@uch as salajy

4.3 Descriptive Statistics of Construct Items

The details about descriptive statistics of measured construct items are presentedss follow

4.3.1 Quality of Work Life (QWL)

Table 4.2: Descriptive statistics of measurigeims of quality of work lifg QWL) construct

Mean Statistic Standard Deviation Variance Skewness Kurtosis

Statistic Statistic Statistic Statistic
QwL1 4,151 742 .551 -.786 1.285
QWL2 3.385 .985 .970 -.291 -.426
QWL3 3.625 .862 743 -.376 -.039
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Table 4.2continued

Mean Statistic  Standard Deviation Variance Skewness Kurtosis
Statistic Statistic Statistic Statistic
QwL4 3.822 .646 417 -.554 1.299
QWL5 3.852 767 .589 -.536 A2
QwWL6 3.849 742 .551 -577 .690
QWL7 4.046 734 .539 -.525 .230
QwWLS8 4.040 .735 .540 -.615 .785
QwWL9 3.891 .795 .632 -.478 .159
QwWL10 3.737 .881 775 -511 .052
QWL11 4.089 .755 .570 -.797 1.073
QwWL12 3.711 .868 754 -.437 -111
QWL13 3.924 .799 .638 -724 .832
QwL14 3.704 .870 757 -.809 .795
QWL15 3.678 .905 .820 -.687 .375
QWL16 3.921 .749 .561 -.628 1.034

Note:All items were meased using 5point Likert scaleQWL = quality of work life.

The respondents were asked to indicate theirgpéians about satisfaction of needs from
aspects oQWL. This construct was measured using 16 items on a five point Litag s

with 1 = very untrue of me to 5 very true of me. Table 4.2 shows the results of the
participant s r aThe nmegnsscofe®ranged hetween 8.88885)tandu c t .
4.151 ( .742) as illustrated in Table 4.Zhe average mean scores of all item8.839

( .802) indicating that the participants moderatadyeewith QWL components provided

by their respetive universites. Based on the analysis in Table 4.2, highest score was
recorded on QWLL1 (ean=4.151, SD=.742), followed byQWL11 (mean= 4.089,SD=
.755),QWL7 (mean=4.046, SD=.734) andQWL8 (mean=4.040,SD=.735).QWL2 was

rated least (man= 3.385, SD=.985). This analysis implied that married academicians are
generally agreeing that social needs, knowledge needs, and health and safety needs are
offered and available #heir respective universitieslowever, they are moderate on aspects

of having enoughirine away from work to enjoy other things in life.
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4.3.2 Proactive Behaviour

Table 4.3: Descriptive statistics of measuredriis of proactive behavioaonstruct

Mean Standard Variance Skewness Kurtosis

Statistic  Deviation Statistic Statistic Statistic Statistic
PB1 4.016 .652 425 -.447 .750
PB2 4,122 .631 .398 -.338 432
PB3 3.816 .730 534 -.313 -.007
PB4 3.681 .784 .614 -.325 222
PB5 3.786 .720 518 -.563 741
PB6 3.862 732 .535 -.186 -.291
PB7 3.821 .758 574 -.150 -.160

Note:All items were measured usingpbint Likert scale. PB- proactive behaviour.

The descriptive statistics of measured items for the construct of proactive behaviour was
reported in Table 4.3. To measure this construct, 7 items on a five point response scale
ranging from very untrue of me to very true of me were emploljed average mean scores

of this construct was 3.872 (715). All items had mean greater than the neutral point (3).
Thus, it can be said that the participants were agkea¢alihe measurement pfoacive
behaviour construcBB2 had theilghest scoreniean=4.122, SD=.631), folowed by PB1
(mean=4.016, SD=.652). The lowest mean score wasoreed in PB4 (mean 3.681, SD

= .784). This analysis implies that most of married academicianma@e likelyto engage

in proactive problem solvingy seachingpossiblesolutiorsto problemsHowever, there is

alsosome element dhking initiatives to make changamong married academicians.

4.3.3 Career Success

Table 4.4 presents the descriptive statistics of the items measuring the construct of career
success. This construct was measured using 61 items on a five point response scale, ranging
from very low to very highThe mean score of all items wag330( d42), which indicated

t hat r es p on dnitnthesnéaswaeg vagabl#&8853 had the higlséscore with a
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mean score of 4.105 and a stadda@eviation 0f.565, followed by CS27, CS30, CS5hda
CS52 with mean score of 4.079, 4.069, 4.066, and 4a083standard deviation d601,
.573,.576, and.627 respectively. CS46 had the lowest mean sgoean= 3.171, SD=
.932). This analysis implies that married academicitnek they are more successiul
terms of selHdevelopment through etme-job learning and various experiences, in terms of
cooperation byworking well with others as well as ierins ofmaking contributiors by
achieving positive maters in an ethical walowever someacademicians arevaluating
their own career successlaw in terms ofprogressing and growing his may be because
some of them still stay othe same positiorior a long period of timedue to fewer
advancement opportunitids$ is worth noting that the standard deviation in CS16 was above
1. This means that there was no consensus in the views of the participants on aspect of job
security. This could be attributetb some academiciansire working as contract workers
which make them gettingsecureand tend to be worried about losing their jabsompared

to those permanent staff members

Table 4.4: Descriptive stastics of measured items céreer succesnstruct

Mean Standard Deviation Variance Skewness Kurtosis
Statistic Statistic Statistic Statistic Statistic
Cs1 3.572 .817 .668 -.709 277
CSs2 3.796 .756 572 - 747 .824
CS3 3.704 .807 .651 -.663 .634
Cs4 3.859 .652 425 -.640 1.529
CS5 3.865 .674 454 -1.007 2.562
CS6 3.628 .738 .545 -772 757
CS7 3.872 .745 554 -.561 918
CS8 3.898 .670 448 -.278 .190
CS9 3.638 .948 .898 -.508 -.074
CS10 3.260 913 .833 -.119 -.327
Csi11 3.441 921 .848 -.654 454
Cs12 3.678 .789 .622 -.295 -.044
CS13 3.770 792 .627 -.650 .633
CS14 3.730 .735 541 -.429 116
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Table 4.4continued

Mean Standard Deviation  Variance Skewness Kurtosis
Statistic Statistic Statistic Statistic Statistic
Csi15 3.740 .793 .629 -.381 .045
CS16 3.322 1.088 1.183 -.358 -.359
Cs17 3.391 .941 .886 -472 .190
Csi18 3.592 911 .830 -.632 .608
Cs19 3.615 .860 .739 -.832 .953
CS20 3.898 .694 481 - 757 2.213
Cs21 3.832 .681 464 -.788 2.279
Cs22 3.609 671 .450 -.534 1.328
CS23 3.546 .678 460 -.615 1.488
CS24 3.599 .798 .637 -.875 1.354
CS25 3.888 .645 416 -.337 .935
CS26 3.967 .602 .362 -.170 .357
Cs27 4.079 .501 .251 -.005 1.623
CS28 3.753 .768 .589 -.958 1.879
CS29 3.849 .648 419 -.579 1.408
CS30 4.069 573 .329 -.101 454
CS31 3.612 .989 .978 -.871 .683
CS32 3.457 .807 .652 -.561 .733
CS33 3.711 .700 490 -.461 921
CS34 3.487 775 .600 -.491 482
CS35 3.464 .816 .665 -.415 .336
CS36 3.635 .681 464 -.467 .893
CS37 3.691 .706 .498 -.387 442
CS38 3.908 .638 407 -.532 1.522
CS39 3.859 677 .458 -.719 2.258
CS40 3.951 .625 .390 -.456 1.537
Cs41 3.891 .654 427 -.886 2.644
CSs42 3.612 T71 .595 -.510 .805
Cs43 3.704 734 .539 -.680 1.207
CS44 3.796 752 .566 -.864 1.291
CSs45 3.694 .830 .688 -.738 .878
CS46 3.171 .932 .868 -.199 -.053
Cs47 3.431 927 .860 -.534 .399
Cs48 3.671 .760 .578 -.502 .270
CSs49 3.915 .649 422 -.789 2.084
CS50 3.993 .569 .323 -.218 .886
Css1 4.066 .576 .332 -.103 414
CSs5h2 4.053 627 .393 -.362 .707
CS53 4.105 .565 .319 -.090 .531
CH4 3.905 .661 436 -.310 .319
CS55 3.612 .817 .667 -.529 .293
CS56 3.730 744 554 -.291 173
CS57 3.809 .687 A72 -.226 .019
CS58 3.694 714 .510 .087 -.426
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Table 4.4continued

Mean Standard Variance Skewness Kurtosis
Statistic  Deviation Statistic Statistic Statistic Statistic
CS59 3.783 .739 547 -.370 .319
Cs60 3.740 .700 490 -.406 .558
Cse61 3.895 .641 411 -.356 1.024

Note: All items were measured usingpbint Likert scaleCS= career success

4.4 Data Screening

It is important to conducscreening for missing data, outliers, and normality before doing
further statistical analysis. This can ensure the data have been correctly entered and the
distribution of variables in the analysis are normal so that the data is useable, reliable, and

valid for testing causal theory (Coakes, 2006).

4.4.1 Missing Data

Whena participant did not provide answer on one or more questionnaire items, this leads to
the presence of missing dat@abachnick and Fidell (2007suggested two ways to
investigate the dege to which there are missing data, including evaluating the amount of
missing values and assessing the pattern of missing data. Therefore, the amount of missing
data is identified in the present study. After that, randomness of missing values is examined

Then, technique used to handle with missing data is explained

i. The amount of missing data

Table 4.5: Missing data statistics

Variables Missing Values
Construct ltem Valid N Count %
Quality of Work Life QwL1l 304 0 0.0
(QWL) QwL2 304 0 0.0
QWL3 304 0 0.0
QWL4 304 0 0.0
QWL5 304 0 0.0
QWL6 304 0 0.0

82



Table 4.5 continued

Variables Missing Values
Construct Item Valid N Count %
QWLY 304 0 0.0
QwLs 304 0 0.0
QWL9 304 0 0.0
QwWL10 304 0 0.0
QwL11 304 0 0.0
QwWL12 304 0 0.0
QWL13 304 0 0.0
QwL14 304 0 0.0
QWL15 304 0 0.0
QWL16 304 0 0.0
Proative Behaviour PB1 304 0 0.0
PB2 304 0 0.0
PB3 304 0 0.0
PB4 304 0 0.0
PB5 304 0 0.0
PB6 304 0 0.0
PB7 301 3 0.9
Career Success Cs1 304 0 0.0
CS2 304 0 0.0
CSs3 304 0 0.0
CS4 304 0 0.0
CS5 304 0 0.0
CS6 304 0 0.0
CSs7 304 0 0.0
CS8 304 0 0.0
CS9 304 0 0.0
Cs10 304 0 0.0
Cs11 304 0 0.0
Cs12 304 0 0.0
Cs13 304 0 0.0
Csi14 304 0 0.0
CS15 304 0 0.0
CS16 304 0 0.0
CS17 304 0 0.0
CS18 304 0 0.0
CS19 304 0 0.0
CS20 304 0 0.0
Cs21 304 0 0.0
CS22 304 0 0.0
Cs23 304 0 0.0
CS24 304 0 0.0
CS25 304 0 0.0
CS26 304 0 0.0
CS27 304 0 0.0
CS28 304 0 0.0
CS29 304 0 0.0
CS30 304 0 0.0
CS31 304 0 0.0
CS32 304 0 0.0
CS33 304 0 0.0
CS34 304 0 0.0
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Table 4.5continued

Variables Missing Values
Construct ltem Valid N Count %
CS35 304 0 0.0
CS36 304 0 0.0
CS37 304 0 0.0
CS38 304 0 0.0
CS39 304 0 0.0
CS40 304 0 0.0
Cs41 304 0 0.0
Cs42 304 0 0.0
Cs43 304 0 0.0
CS44 304 0 0.0
CSs45 304 0 0.0
CS46 304 0 0.0
Cs47 304 0 0.0
Cs48 304 0 0.0
CS49 304 0 0.0
CS50 304 0 0.0
Cs51 304 0 0.0
CS52 304 0 0.0
CS53 304 0 0.0
CS54 304 0 0.0
CS55 304 0 0.0
CS56 304 0 0.0
CS57 304 0 0.0
CS58 304 0 0.0
CSs59 304 0 0.0
CSs60 304 0 0.0
Cs61 304 0 0.0

Note: N = 304 for all items. Alitems were measured usingpbint Likert sale. QWL=

quality of work life; PB= proactive behaviourCS= career success.

Table 4.5 shows the number of missing data occur in the present study. After screening the
data, it found out that missing valoealy occurred for item PB7 that accounted for 0.9%,
which was considered low and acceptable. Therefore, it is not required to evaluate the pattern
of missing data. Nevertheless, the researcher investigated the randomness of missing data

for ensuring theravas no systematic error in the response

il. Randomness of missing data

Table 4.6:; Littles MCAR test results

Chi Sqfyare (o6 df Sig.
135.511 174 .986
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Before conducting inferential analysis, the randomnessssing values was evaluated. The
researcher applied ebguare statistics, as recommended by Little (1998) to assess the
randomness of missing data. Based on thisghare statistics, the pattern of missing values

is assumed to be missing completelyaamdom (MCAR) when thp value is not significant

(Little, 1998). As shown in Table 4.6, the MCAR test is not signifigart.086). Therefore,

the missing data was missing completely at random and it can be analysed further in this

study.

iii. Handing with missing data

There was only a minimal number of missing values and these missing values were missing
in completely randomly, as discussed earlier. Thus, the researcher replaced missing data with
the variable mean responses, which is most widely used meihosl method was
considered to be most appropriate because it can replace missing values with the mean values
based on valid responses (Hair ef a013). Listwise deletion for variables with missing
values could lead to a considerable loss of the $at@ple sizsince variables in this study

are graiped in factors (Tabachnick & drell, 2007). The researcher also used median
replacement for those with Liketype data because means are less meaningful in these

situations (Lynch, 2007).

4.4.2 Outliers

The distribution of observations for all variables in the analysis are examined to detect
univariate outliers. For those cases falling outside the range of the distribution, they are
considered as outliers. Nevertheless, there are no univariate outlieifseidémthe present

study. In addition, the multivariate outliers were identified by usifAgeBt. SPSSversion
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23 was useto measure Dby comparing it with the criticaChi-square(x?) value and the
degrees of freedonp < .001 was used as the threkh@alue to designate multivariate
outliers in this study. The case can be identified as an extreme value if it has a Righer D
value at the probability gf < .001. However, results showed that there are no multivariate

outliers in the present study as@ses with Bvalues were at the probability pf> .001.

4.4.3 Data Normality for Individual Item

One of methods can be used to check any actual deviation from normality is to use skewness
and kurtosis. The skewness and kurtosissitesi are presented Table 4.2, Table 4.3, and

Table 4.4There was no deviation from data normality in this study as all values for skewness
were below than p and kurtosis were less thar8. Besides conducted the inspection of
skewness and kurtosis values, the reseastbewisually evaluated normal probability plots.
When the values clustered around the straight liregn be said that there wae severe
deviation from normality as the data were normally distributed. Thus, it is not necessary to

make any adjustmenli&e data transformation.

4.5 Structural Equation Modelling (SEM) Analysis

In this study, the proposed research framework was tested by usiBgNMeCFA is very
important technique of SEM as it validates the measurement model (Hair et al., 2013). Next,
the structural model was tested to examine the hypothesised relationships between the latent
variables in the proposed fmework (Hair et al., 2013). AMOS version 2@th the
maximum likelihood estimation technique was applied in order to examine the lstoéngt
relationships among constructs as well as measure the model suitability in this research

study.
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4.5.1 Test of the Measurement Model

The fit indices were used to measure the overall fit of the measurement model in this study.
The results showetiat exept forthe measureall valuesslightly satisfied the recommended

level of acceptable fit, such a5 = 5550.123 i§ < 0.05),the ratio ofw to its degree of
freedom w / df) = 2.034 comparative fit index (El) = .802,incremental fit indexIFl) =

.804, TuckerLewis index {TLI) = .793, androot mean square error and approximation
(RMSEA) = .058. As the sample size exceeded 200, thuswthmeasure indicated
significant differences (Hair et al., 2013Therefore, the results were considere be
demonstrating goodfit for the measurement model and yieldsignificantly a betterfit

for the dataFigure 4.1 shows the measurement model in the present study.
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Figure 4.1: The measurememntodel
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45.1.1 Convergent Validity

Table 4.7: Convergent validity of the measurement model

Measures ltems Factor Loading AVE CR
(>0.5) (>0.5) (>0.7)
Quality of Work Life (QWL) QWL1 532
QwWL2 .528
QWL3 .705
QwL4 .821
QWL5 .888
QWL6 .849
QWL7 T77
QwWLS8 .823 .536 .888
QwWL9 .841
QWL10 .820
QwL11 .657
QWL12 .665
QwL14 .679
QWL15 .730
QWL16 .816
Proactive Behaviour PB3 .703
PB4 .785 .509 .804
PB5 .753
PB6 .598
Career Success Cs1 .804
CS2 746
CS3 782
Cs4 .655
CS6 .605
CS9 .640
CS10 .619
Cs11 .807
CSs12 .848
CSs13 .810
CSs14 597
Cs15 .753
CS16 .650 .600 .936
Cs17 .831
CSs18 734
CSs19 729
CS20 .753
Ccs21 .692
CS22 541
Cs23 523
CS24 .629
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Table 4.7continued

Measures ltems Factor Loading AVE CR
(>0.5) (>0.5) (>0.7)
CS25 .565
CS26 .660
CS27 577
CS28 .654
CS29 .634
CS30 519
CS32 .652
CS33 793
CS34 751
CS35 719
CS36 .798
CS37 791
CS38 794
CS39 .759
CS40 .664
CS41 592
CS42 .562
CS43 776
CS44 .837
CS45 .801
CS46 .616
Cs47 .640
CS48 .658
CS49 .580
CS50 .651
CSh1 570
CS52 .565
CS53 .626
CS54 .768
CS55 .645
CS56 714
CS57 .862
CS58 .866
CS59 .836
CS60 725
Cs61 .748

Note: QWL13, PB1, PB2, PB7, CS5, CS7, CS8, and CS31 were deleted due to low factor
loadings. AVE= average variancextracted; CR= composite reliability.
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The convergent validity was tested to confirm the validity and the reliability of the
measurement model. As discussed by Hair et al. (2013), the convergent validity of the items
for each construct should be assedsedsing factor loadings of construct, average variance
extracted (AVE), and composite reliability (CR). The CFA findings of this study revealed
that the standardised factor loadings of all items were more th@mdSwere significant

at the level of 0.0 as shown in Table 4.7. This indicates that the measurement model had
good item reliability. ThVE value for each construct was also greater than the threshold
of 0.50 (see Table 4.7). The composite reliability (CR) for all constructs exceeded the
thresiold valueof 0.70 (see Table 4.7), and that shows a satisfying internal consistency
reliability of the measurement model (Hair et al., 2013). Hence, the results demonstrated

satisfying convergent validity of the latent constructs used in the proposesivioakn

4.5.1.2 Discriminant Validity

Table 4.8: Convergent and discriminant validity coefficients

Constructs AVE PB QWL CS
PB 0.509 0.713

QWL 0.536 0.470 0.732

CS 0.600 0.624 0.679 0.775

Note: Average variance extracted (AVES) are shown (in bold) on diagaN&l = average
variance extracted; QWE quality of work life; PB= proactive behaviour; C$ career
success.

Discriminantvalidity refers to the extent to which latent constructs are distinct from one
another (Hair et al., 2013). As suggested by Hait.€2813), the discriminant validity can

be measured by comparing tA¥E estimates with the corresponding squared correlations
among other constructs. The findings of this study revealed that the estimates for all

constructs are strongly associated wikieit own measures compared with any other
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constructs in the model. Based on Table 4.8, the bolded or diagonal elements represent the
AVE estimates and the ndyolded or offdiagonal elements represent the irderrelation

value among constructs. In orderachieve a discriminant validity of the construct, all the
diagonal elements should be larger thardddigonal elements. The results sleolthat there

wasa high level of the discriminant validity as all the-dfagonal elementwerelower than

the diagonal elements. Thiprovideda strong support for the constructs in the proposed
framework to be considered as adequate as thieglitained the convergent validity and the

discriminant validity

4.5.1.3 Nomological Validity

Table 4.9: AMOS output covariances

Estimate S.E. C.R. p
QWL<-->CS .084 .019 4.365 .000
PB<-->QWL .068 .017 4.045 .000
PB<-->CS 103 .018 5.630 .000

Note:S.E.= standard error; C.R= critical ratio; p = significance valueQWL = quality of
work life; PB= proactive behaviour; CS career success.

Table 4.10: AMOS output constructcorrelations

Estimate
QWL <-->CS .679
PB<--> QWL 470
PB<-->CS .624

Note: QWL = quality of work life; PB= proactive behaviour; CS career success.

As mentioned by Hair et al. (2013 @ nomological validity of the model was tested to
determine whether the constructs correlations in the measurement model make sense or not.
It was evaluated by using the construct correlations (estimates). As illustrated in Table 4.9
and Table 4.10, theorrelations between constructs were positive and significant. This

supports the nomological validity as the correlations were consistent with the theoretical
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framework. In short, it can be concluded that there is an adequate validity in terms of
convergety discriminant, and nomological validity for the measures employed in the

measurement model

45.1.4 Test of Normality

Table 4.11: AMOS output assessment of normality

Variable Skew Kurtosis
QwL1 -782 1.244
QwL2 -.290 -.439
QWL3 -.374 -.058
QwL4 -551 1.259
QWL5 -533 425
QWL6 -574 .659
QWL7 -.523 .206
QwLS8 -.612 .752
QWL9 -476 137
QWL10 -.508 .031
QWL11 -794 1.036
QwL12 -435 -.129
QWwWL14 -.805 .763
QWL15 -.684 .349
QWL16 -.625 .998
PB3 -312 -.027
PB4 -.323 .198
PB5 -.560 .710
PB6 -.185 -.306
Cs1 -.706 .253
CSs2 - 744 791
CS3 -.659 .604
CS4 -.636 1.485
CS6 -.768 725
CS9 -.505 -.092
CS10 -.118 -.341
CS11 -.651 427
CS12 -.294 -.062
CS13 -.647 .603
CS14 -427 .094
CS15 -.379 .025
CS16 -.357 -.373
CS17 -470 167
CS18 -.629 579
CS19 -.827 917
CS20 -.753 2.158
CS21 -.784 2.222
CS22 -531 1.286
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Table 4.11continued

Variable Skew Kurtosis
CSs23 -.612 1.444
CS24 -.871 1.312
CS25 -.335 .900
CS26 -.170 .332
CSs27 -.005 1.577
CS28 -.953 1.829
CS29 -.576 1.366
CS30 -.101 427
CS32 -.559 .701
CS33 -.459 .886
CS34 -.489 .455
CS35 -.413 .310
CS36 -.464 .859
CS37 -.386 415
CS38 -.530 1.477
CS39 -.716 2.201
CSs40 -.454 1.492
Cs41 -.882 2.581
Cs42 -.507 T72
Cs42 -.677 1.167
CS44 -.860 1.250
CS45 -.735 .844
CS46 -.198 -.072
Cs47 -.531 373
Cs48 -.499 .246
CS49 -.785 2.030
CS50 -.217 .852
Css1 -.103 .387
CS52 -.360 .676
CS53 -.089 .503
CS54 -.308 .294
CS55 -.526 .269
CS56 -.290 .150
CS57 -.225 -.001
CS58 .087 -.439
CS59 -.368 .294
CS60 -.404 .529
Cse61 -.354 .988

Note: QWL = quality of work life; PB= proactive behaviour; CS career success.

Normality is the shape of distribution of the data for individual measured item (Hair et al.,

2013). In ordeto assess data normality, the skewness and kurtosis statistics were performed
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using AMOSversion 23as shown in Table 4.11. The skewness value should bet&é¢en
+2 (Tabachnick & Fidell, 2007) while the kurtosis value should betwéda +7 (Byrne,
2010). Results shoedthat data was considered to be normal as all values for the skewness

and kurtosis of the items were within the normzaige

45.15 Test of Outliers

Table 4.12: Observations farthest from the centroid (Mahalanobis distance)

Observation Number Mahalanobis D?
123 189.576
181 184.960
124 174.778
200 170.821
134 168.523
183 157.123

90 155.999
91 155.599
163 151.510
205 148.749
165 143.411
5 141.177
55 140.918
45 139.593
241 139.032
131 138.665
28 137.875
157 135.911
186 132.438
83 131.281
41 130.999
88 125.764
178 125.289

D? test was performed using AMQ&rsion 23as presented in Table 4.12. Based on Table
4.12, there were a few potential outliers. In order to designate multivariate outfievasD
divided by degree of freedom (number of items). According to Hair et al. (2013), for a total
response rate of higher than 200, if the value is greater thdrer,ittis considered as

multivariate outlier. For instance, for case 123,dD 189.576 was divided by degree of
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freedom {f = 76), and then the value was 2.494. Since the value is less than 4, thus no

multivariate outlier was identified in the presentdstu

45.2 Test of the Structural Model

Table4.13: Results of SEM on effect of quality of work lif®WL) and proactive behaviour
on career success

Construct Estimate S.E. b C.R. p
QWL .566 130 496 4.346 .000
PB 337 .066 391 5.098 .000

Note: Estimate= regresson weight; SSE= st a n d ar d= seamdadzed ;regréssion
weights; C.R= critical ratio; p = significance value; QWE quality of work life; PB=
proactive behaviour

Table 4.14: Results of SEM oeffead of quality of work life (QWL)on proactive behaviour

Construct Estimate S.E. b C.R. p

QWL .622 145 470 4.277 .000

Note: Estimate= regression weight; S.E standarde r r o= standbrdzed regression
weights; C.R= critical ratio; p = significancevalue; QWL= quality of work life.

Table 4.15: Model comparison

Model Chi-Square Parsimony Akaike Sig-x?
(CMIN) Normed Fit Index Information
(PNFI) Correction (AIC)
Full Mediation 5550.123 .647 5944.123 .000
Model
Indirect Model 5613.836 .643 6005.836 .000
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Table 4.16: Results of mediation test for proactive behaviour on relationship between
quality of work life(QWL) and career success.

Construct Estimate S.E. b C.R. p
Direct Model

QWL —» CS .790 .168 .683 4,708 .000
Mediation Model

QWL —» CS .566 .130 496 4.346 .000
QWL —* PB .622 .145 470 4.277 .000
PB —» CS .337 .066 .391 5.098 .000

Note: Estimate= regressionweight; S.E = standard error;b = standadized regression
weights; C.R= critical ratio; p = significance value; QWE quality of work life; CS=
career success, PB proactive behaviour.

In the present study, the fit measure indices were used to evath@aoverall fit of the

structural model. The resultemhonstrated that except for ttee measure, all valuesightly

achieved the recommended level of acceptable fit, such a$$550.123(p 0.05) the

ratio ofw to its degree of freedo w / df) = 2.034, comparative fit indexCfl) = .802,

incremental fit index (IF1¥ .804, TuckeiLewis index (TLI)=.793,root mean squarerror

and approximation (RMSEA5 .058 As mentioned by Hair et al. (2013), since the sample

size exceeded 20thew measure showed significant differencBlsus, the result indicated

an adequate overall fit for the structural model. Overall, the model explained 58.1 per cent

of the variance omarriedacademi ci ansO0 car eer s utltactless. TF

proposed theoretical model fits the sample data.

This research study aimed to determine miediating effect of proactive behaviour in the
relationship betwee®WL and career success. In order to achieve the objective, the direct
and the indireanfluences oQWL and the proactive behaviour towards career success were

tested. In overall, a total of four hypotheses were tested in this study. The first was a test for
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the direct effect between variables while the second and third were tests foditbet

effects between variables, and the fourth was a test for the meditigon

Hal. QWL has a positive and significant effect on career success.

Hal tests the direct effect @WL on career success. According to Table 4.13, the results
provided astrong support that a positive significant effect was found between the
relationship oQWL and career succeds< 0.496, CR= 4.346,p = .000). This implied that

higherQWL lead to higher caresuccess.

Ha2. QWL has a positive and significant effect on proactive behaviour.

Ha2 investigates the indirect effect QWL on proactive behaviour. Fora2{ the results
showthatQWL had a positivendsignificanteffect onproactive behaviou(= 0.470, CR
=4.277,p = .000) (see Table 4.14), implying thatrriedacademicians who perceitgh

QWL are more likely to facilitatéhe development of high proactive behawio

Ha3. Proactive behaviour has a positive and sigpaint effect on career success.

Ha3 tests the indirect effect of the proactive behaviour on career success. Findings found that
the proactive behaviour had a positavad significanteffect oncareer sucess(b = 0.391,
CR=5.098,p=0.000) (see Table 4.13). This implied tharriedacademicians who behave

on more proactive ways, they were more likely to experience higher levels of career.success
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Ha4. Proactive behaviour mediates the relationship betw@@i and careersuccess

It is necessary to demonstrate that full mediation model is better than indirect forodel
establising a mediation effect in the overall model. Mediation model was compared with
indirect models shown in Table 4.13ccording to Kine (2010), there are three measures

used to assess the better model, inclusfrand sigk?, parsimony normed fit index (PNFI),

and Akaike Information Correction (AIC). Lower valuexdfand $g-x2indicates a better

model fit while higher value of PNkhdicates a better model fit, and smaller value of AIC
indicates a better model fithe results indicatethat full mediation model is better than

indirect model as shown in Table 4. Besides, in the model comparison text output, when
sigx?forindirect model<U, it refers to full mediation i
study, sig’f or i ndirect model = .000, which smal
mediation model is better than indirect model, in wH@WL has both direct and indirect

relationship on career success. Hence, it can proceed to test of mediation.

H«A tests the mediation effect of the proactive behaviour on the relationship b&wéen

and career success. The indirect effedQWL on career success via proactive behaviour
wasfound to be significantp(< 0.05). In order to test this mediation effect, the mediation
model is compared with the direct model. The main purpose of this comparison is to

determine whether the beth) @nd the significance of the direct path in the direct model

(QWL Y career success) would be reduced and become ifitsignh in the mediation

model.The result indicated that the bétgbin the mediation model of 0.496 was lower and

become significantompared to the bet&)(in the direct model of 0838 as shown in Table
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4.16 Thus, a partial mediation effect of proactive behaviour was estallisn the
relationship betwee@WL and career succedsgure 4.2 demonstrates the path coefficients

of the poposed model.

100



Chi-Square=5550.123
DF=2729

Relative Chi-Sq=2.034
p=.000

81

CFI (>=.9) =.802
IFI (>=.9) =.804
TLI (>=.9) =.793
RMSEA (<=.08) =058
(Standardized estimates)
.284 404
=z VL 14 532 Social
o1 QWL2 Needs
A9Y ces 05 5
CE)_H QWL et . Esteem
@.—H QWLA Needs
B8
78 F81
QWL5 - 888 ctualizatio
Goo—=-{QN6 Needs
603 .675821
=t % . - nowledge* [ 05
5 QWLS Needs
70€s) Pl
% " - Aesthetics
Co—-{aNLT0 Neses_) A7
_43 =B9 3
12 QWL1 o7 Health
i UWLT2 afetyNeed
AB0\ == 8
@_-.%i - ?g Economic
QWL amilyMeed;
Cets) QWL

.88

=82

329

Personal
atisfactio

83

_3?2%

inancial
ecurity

i

.356.35

Job
1 Security

574
PB 5

76
.61 -

Recognition

470 2391

635

Cooperation

@7

- CS ), 883 ¥ -8

Contribution

QWL

R1
904

L:ld

2F 81

erformance]

-]

&

Qanc:em en

eldd
Salf
evelopme

eldl
A7

Creativity

.65_%% -

[T Jet-Co>
CS19 Jal-CG>
CTS20.
CS21_Jel-Go
CS22 . iill=~Coi57) » o
TS23 tel-C=2)
E . S
525, Dy, N
[ CS%8 bwe-CoD
mE2
45
o5
a5
2 )ass
=)
- w58
-G 369
. wf1
= -2349
. afd
CS541. 264
EESHZ efb 31

CS58 . =B
CSh9. o2
CSB0. o3 9
C361 =04

Figure 4.2: Results of testing the proposed model (mediation model).
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4.6 Summary

In this chapter, the results of this study were presented. In order to address the problems of
missing valus, outliers, and normality, it is necessary to screen the data using several
statistical procedures. It found out that the amount of missing data occur in this study was
considered low and these missing values were missing completely at random (MCAR). The
researcher implemented mean and median replacement method to handle missing data
issues. Moreover, there were no outliers in the data after testiigdpBides, data normality

was tested using skewness and kurtosis. Results revealed that the data wetls norm

distributed.

The measurement and structural model were tested by 8&NY In order to assess the
measurement model, the researcher ap@ied. The reliability and validity of constructs
were measured. Latent constructs were reliable and theysgessadequate convergent,
discriminant, and nomological validity. Furthermore, the hypothesised relationships between
constructs were tested &ssesshe structural model. A total of four hypothesegl(H2,

Ha3, and H4) were tested in this study. Tleeur hypotheses were statistically significant
and thus they were failed to reje€te next chapter will discuss in more detail abbwet t

results of this study.
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CHAPTER 5

DISCUSSION AND CONCLUSION

5.0 Introduction

In this chapter, the main findings with reddo the research objectives are preseritas.
divided into six sections. The findings this study are discussed ie@&ion 5.1. The next
section describes implications of the research findings, including theoretical and managerial.
Section 5.33ummaisescontributions of the study. Section 5.4 presents limitations of this
thesis. Directions foruture research are detailed iacBon 5.5. The last secti@oncludes

the discussion of the main findingsthis study

5.1 Discussin

This study contribuig to the carer literature by explaining thdirect relationship between

QWL and career success amangrriedacademicianslhis study also examined thrlirect
effectofQWLonmar ri ed academici anso0 priodeecteffeste beh:
of the proactive behaviour atimeir career succes&vidence was also providegherein

proactive behaviour partially mediates the relationship betW@&mh and career success.

Thus, all fourresearch objectives of this studsere achieved anexplained in moreletail

as follows

5.1.1 Relationship between Quality of Work L ife (QWL) and Career Success
The first objective of thistudy was to examine thelationship between QWL and career
successThe present studyonfirmedthat QWL exerted a significant diresffect on married

academiciansd perception of ofdigherelearningginccess
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Sarawak.The result is consistent with the findings of the other researchers (Fatehi et al.,
2015; Kermansaravi et al., 2015; Muindi, 2016; Tabasf2@h?) which found that QWL

has a positive and signifiat effect on job satisfaction. Job satisfactionorse of
measurements of subjective outcomes of career sudaess et al.,2008) QWL is the
workplace environment, operations, and strategiesaihat to develop jobs and working
conditions that are excellent for employees in order to promote and maintain their
satisfaction (Tabassum, 2012). When employees perceive higher levels of QWL, they feel
good about their work, their colleagues, and therosgdion as a whole (Muindi, 2016). As

a result, they are happy doing their work. They tend to be more satisfied and productive
when they enjoy the work conditions and environments, which leads to efficient and
profitable organisations (Fatehi et al., 200&iindi, 2016). As mentioned by Kermansaravi

et al. (2015), job satisfaction can be increased by changing and manipulated QWL
components. This means that indeed QWL contributes to job satisfadibwaeover,the

result of the current study is also consngtwithpast studiesvhich demonstratethatQWL

has an overall positive association with work performgAcdeampong et al2016;Azril

et al., 2010; Madlock, 2008)Vork performance is also one of measurements of subjective
view of career success, sgggested by Dries et al. (2008jadlock (2008) found out that
interpersonal communicatiomhich isone ofaspects of QWI(such as respecting others,
sharing information, and working together) does have a positive impact avk w
performance among employedBesidesAzril et al. (2010)identified that QWL (such as
individual and family life) has significant and positive relationship with work performance.

Acheampong et a(2016 alsostated that @rceived QWL was found to explain 75% of the
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variation in work performance among academicians, whiaticatedthatwhen employees

postively perceive their QWL, their level of work performance are improved.

The result of the present study suggebtst thehigher the perception of the married
academi ci sthestbe g@Mér thair perception of career success that they achieved.
SCCTalsohighlights contextual factors (QWL) influence performance attainments (career
success)Thus, it can viewed thatanried academicians have higher work valioesxpend

theeffort in pursuing career goalhen they receive higher QWL that can meet their various
needs, includinghealth and safety needs (such as saf# healthy physicanvironmeny,
knowledge needs (such apportunities for learningeconomic and family nes (such as

adequate pay and job securitgicial needgsuch as collegiality at workesteem needs

(such as recognition of workactualisationneedssuch as realisation o
and aesthetics neeffsich as creativity at workFonsequety, this leadto achievingcareer

success outcomes, such as gaining recognition of their success and contributing towards
greater job satisfactiorlhis highlights the importance of QWL in academic settidgs
previously mentioned in career successdifiere, most of prior studies only emphasise on

using the construct of job satisfaction to measukjectiveoutcomes ofcareer success
(Boudreau et al., 2001; Murrell et a1.996. Therefore, he present study extendeevious

studyby usingvariousfaces of measurements to define inner experience of sagceeach

as seldevelopment, advancement, creativity, recognition, performaoeetribution,
cooperationsecurity, and satisfactiohVhen university management provides gedd/L

for marriedacademi@ns,marriedacademicians are more likely to give positive responses

to their own personal Theyalsostendto davesfesteam i s at i

self-governance, responsibility, and a sense of ownership over their own cAseanesult,
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they are able to achiewvaareer success in terms of intrinsic outconsekh asuccess in

terms ofacquiring knowledge and achievipgrsonal growth and developmesiiccess in

terms of achieving career ambitionsuccess in terms oépplying innovative and
extraordinary ideam work, success in terms of being recognised for accomplishments, and
the list goes on. This reflects what married academicians really pursue in their careers
besides achieving personal satisfactrotihe family and worklomain. Hene, it is important

to improveQW.L as itconcerns withwell-being and welfares aharried academiciartbat

can leadthemto achievecareer success.

5.1.2 Relationship between Quality of Work Life (QWL) and Proactive Behaviour

The second objective of thstudy was to examine the relationship between QWL and
proactive behaviour. The presesttidy found out that QWhada positive and significant

effecton marri ed academi cs Bhissaon linewibhauoot ieseaach b e h a v
which partially suppored that QWL affectgdividual proactive behaviours (Kanten, 2014).

As discussed by Kanten (2014), some of the dimensions of QWL appear to be effective on
individual proactive behaviours, such as working conditions and total life space dimensions.
QWL compises of working environments such as monetary and nonmonetary benefits,
health and safety issues, development opportunities, and working relationship with
colleagues (Kanten, 2014). When employees feel comfortable with their work conditions,

they are abléo perform for achieving both individual and organisational goals. They also

feel more satisfied with their work life when they strike a balance betweenriti&asing

job demands and family demandS.onsequent | vy, this facilite

atiitudes and behaviours such as proactiMeey proactively engage in behaviours that
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cultivate the socialisation process, such as seeking for feedback and building good working
relationships (Crant, 2000). They have a sense of purpose as they tend tgrehbw
perseverance in the face of challenges. They also have a strong sense of responsibility
towards their own career development by continuously learning new skills to master the
various tasks so that their value in the marketptzaoe be increased (Crar2000).As
mentioned by Sirgy et al. (2001)nployees with higher QWL are also full of motivation

for work and feel positive about the organisations they work for, which can result in
organisational commitmerdand positive organisational behaviaufdevertheless, when

there is poor working conditions and no spare time provided for employees, they cannot
exhibit proactive behaviours due to the failure of gaining career satisfaction and personal

development (Kanten, 2014).

In the present study, QWL detemed upon satisfaction of needs becomes a critical factor
and determinant in married a@eadni ci ans 6 pr o &ood QWlecorbpenerdsyv i o ur
control over the career psychology in which they affect the dimensions of attitudinal,
emotional, and cognitive, tufacilitate and promote proactive behaw®among married
academiciansTheyare more likely to demonstrate positive behaviours when they perceive
QWL responds to their various needs and satisfies their expectations in which they feel
themselves glasant safe, and comfortabld-or instancewhen QWL provides for the
balanced relationship amongowk and family aspects of lifehis helps to minimise roles
overload among married academicians and help them to have a more satisfying working life.
As a resultthey show more willingness to carry out their work roles and teract in a
proactive manneSCCTalsoexplains that contextual factors (QWL) influence person inputs

(predispositions such as proactive behaviotimgreforejt can be seen thas &arbus needs
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of married academiciarare satisfied through better QWL, they tend to experience more
selfesteem and demonstrate proactive behaviours, which acts a buffer against negative life
eventsThey tend to be motivated to actively take advantage ooppertunities they have

to benefit their career progression. They also seek for approaches to challenge the obstacles
rather tlan accept their roles passiveior those who exhibit proactive behaviours, they are
more likely to take personalinitiatives n pursuing and attaining their goals and
organisational goals. Hence, organisations should provide QWL that supports married
academicians work and family life in order to encourage them to demonstrate positive

attitudes and behaviours such as proactivewhi ar e fundament al in to

5.1.3 Relationship between Proactive Behaviour and Careerugcess.

The third objective of this study was to examine the relationship between peoactiv
behaviour and career succebseresultshowed thaproactivebehaviour had a positive and
significant effect on career successd thusproactive behaviouwas considered asn
important factor contributing to career success among married acadenii¢giEnsesult is
supported byast research conducted by Tamle{2013), which found out th&mployees

are more likely to gain careesuccess especiallyfor those who possess proactive
characteristicsThis is because proactive individuals do not feel depress and lose focus when
they faced with the career obstacl®eanwhile, thewill continuously look for different
approaches for selinprovementE mp | oy e e s 6 p alsapdsitivelgassbciaied t s ar
with career success outcomes, such as success in terms of achieving personal satisfaction
derived from theicareer Fuller & Marler, 2009Ng et al., 2005; Seibert & Kraimer, 2001

Spurk et al. 2013, success in terms of creating something extraordinary and innovative

(Kim et al., 2009), anduccess in terms of achieving set gghi®t al., 2011; Thomast al,
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2010).They engage in behaviours that positively affect the working envirosaedtasily
adapt themslves to change in work rol¢Seibert et al., 1999; Seibert et al., 2043 a
result, they possess high sefficacy and feel confident in theiapacity to achieve personal

career goals.

In this studyijt is found out that married academicians with highly proactive behaviours are
more likely to increase their perception of career success that they achileigad.because
theytend to be futur@riented and persist in doing work and family rotkeesnands until
achieving their goaJswvhich results in high levebf subjective succes8ased or5CCT, it
postulatesthat person inputs (proactive behaviour) influence performance attainments
(career suress) through development of sefficacy beliefs and outcome expectations.
Stronger selefficacy beliefs, which help married academicians mobilise and sustain their
proactive behaviour in relation to the dilemmas of magamultiple career life roleg hey

are more likely to take initiatives and actively scan the environments for opportunities that
would serve their career goals. They are involved in anticipating, planning, dealing with all
kinds of challenges and hardships as well as continuouslyingiok new ways and acting

on them in order to change and improve themselves or the present cofditsomplies

that married academicians who exhibit proactive behaviours are not passiesgntfee
working environmentg-or those who experience hitgvels of this positive traits, theyso

view themselves as competent in their work and they anticipate that carrying out the work
will lead to valued and positive career outcomes, in turn, leacricyplar performance
outcomes, such gerceiving highevels of career succeas well as increasirtgeir passion

in work which can advance their career progresdiorshort, highly proactive individuals

are actively engaged in the behaviours that can bring a positive effect on their careers.
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5.1.4 Mediating Effect of Proactive Behaviour in the Rlationship between Quality

of Work L ife (QWL) and Career Siccess
The fourth objective of the study was to examine the mediating effect of proactive behaviour
in the relationship between QWL and career succHssresult indicated that proactive
behaviour a@das a partial mediating variable in the relationsiepveenQWL and career
success.The result isin consonance with previous findings which has shown that
organisational support acts as a drive for proadigteaviour and proactive behaviour is a
precedence for career succeSdy Said et al.2015 Barnett & Bradley, 200y. When
employees have access to organisational support and resources related to the pursuit of their
goals, they can sethanage their caees by creating favourable situations antdiating
positive behaviours in order to achieve career success (Crant, 2000). Thus, organisations
Sshould provide for mal programs and infor mal
development inordertoncr ease their empl oyeebkedideexper.i
attracting, motivating, and retaining their employedbu Said et al., 2015Barnett &
Bradley, 2007)This resulis also suppodd bySCCT, whichsuggests that contextual factors
(QWL) interface with person inputs (proactive behaviour) to determine performance
outcomesWhen married academicians experience good QWL, they are able to realise their
full potential and accordingly set goals, which, in turn, act proactively and increase the effor
expended in their goal pursuit. As a result, thedléo ultimate career outcomes such as

attaining higher levelfantrinsic feelings of success

Specifically, QWL predicted career success not only directly but also indirectly through
proactive behaviar. In the present study, marrieceaemicians with high&gpWL are more

likely to haveproactivebehaviours towatheir carees and organisatics) which then
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increasinghdr perception otareer succedhat they attained. QWé&ncompasses a variety

of organisationadctivities, strategies, amdanagement stylélatprovides people to a more
authority, responsibility, and autonomy work condition besides emphasisitingir well

being and various needBy creating a higlQWL for marriedacademicians, #y are prone

to demonstrate positive behaviours much more efficiently and voluntarily. Those who
exhibit proactive behaviours are more frequentliate part in decision making as well as
solve the organisational problems on their own initigtiiéney aply selfdefined methods

to prevent reoccurring problem$hey also tend to take additional responsibilities and
contribute ideas spontaneously in order to change their current circumstances. Consequently,
this contributes to achieve higher levels of satiye view of career success as well as
increase the arall organisation performanceBesides, QWL provides married
academicians witlpositive working relationshipscloser cooperation with colleagues\d

good supervision,which facilitates them d exhibt proactive behaviours to socialise,
communicate, and negotiate with others. As a result, this promotes teamwork spirit in
working environments and thusads to achieving career success in terms of intrinsic
outcomes such as success in termsomiperatng closely andvorking well together with
supeiors, peers, and subordinatétence, good QWlallows people to exhibit proactive
behaviours and they are more likely to possess an active orientation dothiand
environments which caachieve their careegoals as well agnake advances in their

workplace.This may, therefore, facilitate a greater success for them.
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5.2 Implication s of the Research Finding
Thefindings of this studybring important implications for theory and management, which

are discusseds follows.

5.2.1 Theoretical Implications

The framework used in this study was anchored bas&C&T. The findings of the study
contributeto the existing literature by exploring how contextual influences (QWL) interface
with person inputs (proactive behour) to affect the performance attainments (career
success) of marriedcademiciansin this study,SCCT reflects an increaseemphasis on
cognitive process, which highlights the interplay among person {ppedispositionsand
contextual factors inhepng career development process. SCCT postulates yhaong
environmental supports and resources in more favoutabtes it gives rise to stong and
robust selefficacyamong individualswhich enables thero act proactivelysustain hard
work, take challenges, and persist in pursuihgir valued goalswhich, in turn,lead to
subsequent performance attainmemssults from this study provide a support for the
SCCT, whichindicatedthat married academiciartend to exhibit proactive behaviours i
they perceive higher QWL, whiclm turn, lead to career success outcomBserefore a
good management of QWL associated with needs of employees can facilitate titieg pos
attitudes and behaviours, and, as a result, they are abtéaio higher legl of intrinsic

feelings of success.

5.2.2 Managerial Implications
Resultsof the present studgrovidesome managerial implications for the management of

academic institutions and human resource practitioners as discussed below.
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The resuls of this studyshed some light on the effective management of the career
development towardscademicians. The results of this study has confirmedW4t acts

as an important factor in determining career success of employees.(Battas the main

key to attract, motrate, and retaigualified employees that can possibly lead to erdea
organisational performanc&hus, the management of academic institutions are advised to
ensure employees experience posiQWL by providing favourabl@and pleasingvorking
environmets as well aemphasising oemotional wellbeing, interpersonal relations, social
inclusion,personal developmeind autonomyn order to promote their satisfactioks a
result, they can concentrate more on work which may increase their productivity tNeire
needs are satisfied, they would be retained in the organisation, especially for those capable
employees. Hence, the management of academic institutions stundein about the
development of a goo@WL for academicianswhich will contribute tomore desirable

career outcone

Having goodQWL may notsufficient for academicians to experience subjective career
successSpecial attentiorshould also be giveto the proactive behaviogrof academicians

as it appears to play a positive role in medgtime relationship betweg€pWL and career
successThis provides a valuable insight tmiman resource practitionersdasigningcareer
development programs whicahnempoweracademicians to engage in proactive behaviours.
This may, thereforegchieve higkr levels of subjective career succasswvell as boost the
higher education outcomesSpecific characteristics of academicians should also be
emphasised, such as having mature-astéem, strong setionfidence, aspiring to move
forward as well as beingpmmitted and dedicated in workhereby all thesé&raits would

motivatethemto engage in proactive behaviouds. a result, this increases the likelihood of
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subjectively satisfying careefherefore, human resources practitioners should provide
particula programs foremployeestraining and development, including selbnfidence
stimulation programsnd motivational seminarsvhich can contribute to individuals and

organisational development.

Besideshuman resource practitioners shoeliphasise osubjective perceptiorof career
successather tharfocuscompletelyon themeasurmentof objectivecareersuccesamong
academiciansl he presergtudyprovides strong evidenos the subjectiveide of thecareer
developmenin academia. These findings shadde takennto consideration in promotion,
selectionand job rotationespecially for academiciarisis essential to know the degrees of
subjective career success within different facets and the value of different dimensions of
career success in order select the right person for the right positibBluman resource
practitioners should also create alternative career path§ thdt f i | t heneads a d e mi
and aspirationg-or instance, thenplementation of mentoring initiatives can lead to better

caeer success outcomes such as enhanced emotional support

5.3 Summary of the Research Contributions

This studycontributes to the body of knowledgéirst and foremost, previous researchers
have identified that there is direct relationship betwW@&i andcareer success in terms of

job satisfaction(Fatehi et al., 201ermansaravi et al., 201®Muindi, 2016; Tabassum,
2012. However,QWL may cause indirect effect on other measurements of career success.
Thus, this study not onlyocuses onthe measuremestof career success in terms of
satisfaction, but also in terms decurity recognition, cooperation, contribution,

performance, advancement, sadfvelopment, and creativityrhis research gap was also
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addressed by using the mediation model that provat#id evidence. The inclusion of
proactive behaviour as mediating mechanism contributes better understanding of explaining

how QWL demonstrates its effects on career success.

Prior studies on the measures of three constructs have been done in Wesiteigscsuch
as United States (Sirgy et al., 2001), Germany (Frese et al., 1997). Belyiie® €t al.,
2008). Therefore,the findings of this study fill research gapby extendng these
measurements in Malaysian context. Furthermore, numerous studidg foossed on
public sector managers (Mohd Rasdi et al.,, 2012), entrepreneurs (Ahmed et al., 2010),
engineers (Guerrero et al., 2016), accountants (Kirchmeyer et al., 2006)ilisary officers
(Rodriquez,2009) Thus, this study examined the model wstifficient sample ofmarried

academicians, who worked selected Public Institutions of Higher Learning

In addition, the present study appli8EM techniques in order to evaluate the measurement
model and the structural model that was proposedx@minethe mediating effect of
proactive behaviour in thelationship betwee@WL and career success. The measurement
model validated the measures of the construQ/I(, proactive behaviour, and career
success) which adopted from prior studies. The structamalel also indicated strong
empirical support on the interrelationships between these constructs. Hence, this contributed

to the knowledge in career development of academicians in particular.

5.4 Limitations
There aressome limitationsn this studythat shaild be noted. Despite the significant findings

revealed by this research, nevertheless, it is considered relevant only in the context of
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academicians. Thus, the results tbfs study may not be generalised to all types of
organisitions that have differemimensions which might affect perceptions of employees
towardsQWL, proactive behaviougnd career success. Moreover, this was a quantitative
study as the results of this study provided only numerical descriptions. Therefore, there is

lack of informationabout the qualitative aspects of the measures.

Assessing the constructs using gelbort measures is one of the limitations found in this
study. This means commanethod variance might be an issag some respondents may
provide socially desirable ansvgerather than describe what they actually experience.
Nevertheless, if significant relationshipse explained by commemethod variancethere

is no reason faassuming significant relationship at otevelbut not on another (Brockner,
Seigel, Day, Nan, & Tyler, 1997). Therefore, it is seen that commmeethod variance is

not amainthreat as there are significant interactions in the present study.

Furthermoresome fit indices values slightly satisfied the recommended level of acceptable

fit when assesed the overall fit ofhe measureent model and structural modeiuch as
TuckerLewis index (TLI),incremental fit index (IFl)andcomparative fit index (CFlThis

is because some items of measures may not be presumed accurately by respondents. Since
the measures of constructs are adopted from Western context, some respondents may
misinterpret measurement items due to culture variation. Besides, this research study only
examined the mediating role of proactive behaviour in the relationship be@wé&nand

career success amontarriedacademiciansAlthough proactive behaviour was found to
explain the link between their perception@¥L and their career success, it only acted as

a partial mediator.
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5.5 Future Research

There are some suggestions for fattgsearch. Future researchers are encouraged to conduct
study inprivate universitiesn order to evaluate the findings in a more comprehemngaxe

A comparative study could also be performed across different indusstitesreas of work

in order to wida thescope of this study. Besides, it is recommended titatd researchers
should conduct qualitative study to provide qualitative aspects of human perception about
this are of study. Since the data were collected from-sgbort measures, future stes
shoul d be further l nvestigat ed-wdrkers and | | ect
employers in order to strengthen tiediability and validityof results Furthermore, future
studies should translate the questionnaire items using bilingual languadei taninimise

the culture variation issue. The findings of this study reveals that proactive behaviour acts
as a partial mediator of the link betwe@WL and career success. Therefore, future research

in this area should test other potential medgtiariables such as orgarational trust and

work social support in order to provide a complete explanation of the relationship between

QWL and career success.

5.6 Conclusion

Recent empirical work have exploréee relationship between QWL and job satistac

(Fatehi et al., 2015; Kermansaravi et,aR015; Muindi, 2016; Tabassum, 2012pb
satisfaction is one of measurements of subjective outcomes of career success, as mentioned
by Dries et al. (2008). And is insufficient to use job satisfaction assale proxy for
subjective measurement of career ceess as people have different career aspiration,

standards, and values to define and evaluate their career sduessthis study makes a
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significant contribution to the literature by usidiyersemeasirements of career success

The results of this study indicated that QWL has a positive and significant effect on career
success of employeea/hen married academicians experience good Qtivey are able to
achievecareer success outcomes and t@egluatetheir career success as high in terms of
beingappreciated for their efforts and talentsterms ofgrowing and progressing) terms

of accomplishing selfnanagement of challenges and learning experieaoesin terms of
cooperating closely and wong well together with others besides in terms of achieving

personal satisfaction.

Althoughprevious studies have found a lingtween QWL and org&ational commitment
(Ojedokun et al., 2015; Sirgy et,a2001), a link between QWL andl satisfaction (Rahi

et al., 2015; Kermansaravi et &015; Muindi, 2016; Tabassum, 2012), the present study
fills the gap existing in the QWiliterature in whichkdemonstrates th&WL is having has a
positive and significant effect on proactive behaviodisis indicaes that organisations
should put more effort into implementing a good QWL in order to develop a high level of
proadive behaviour among employedsis study also found that proactive behavioas a
positive and significant effect on career succé@$ss result gained support from SCCT,
which highlights proactive behaviour as a dispositional concept that is closely related to
seeking new experiences and activities as weajbasorientedandpersistence iachieving

an objective, which, in turnipcreaseperformance attainment$his implies that highly
proactive married academicians strive to find positive opportunities and pursue them with
grim determinations in order to achieve their goals. As a result, this helps to increase their
intrinsic feelings olsuccessTherefore, it can be seen that proactive behaviour plays as an

active agent in shaping career advancement among married academicians.
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Given the growing empirical support for demonstratihg direct relationship between
independent variables (QWand proactive behaviours) and career success (Acheampong et
al., 2016; Fatehi et al., 2015; Fuller & Marler, 2009; Kermansaravi et al., 20h5etkal.,
2009; Li et al. 2011; Muindi, 2016; Ng et al., 2005; Parsa et al., 2&kihert & Kraimer,
2001; Surk et al., 2013Tabassum, 2012lan et al.2013;Thomas et al.2010), thus the
dynamicrole of proactive behaviour as a mediatirggiable is largely ignored ithe areas
of career develpment (Crant 2000; Wan Aishah et @015).The current studylfs the gap

in existing literature by examining theediating effect of proactive behaviour in the
relationship between QWL and career succéisbas been found thahe relationship
betweenQWL and career success was partially mediated by proactiveibahdt/can be
said thatmarriedacademicians will be able ferformtheir roles and tasksffectively and
efficiently, especiallywhen providing right ambience to themAs a result, they become
committed and motivated to exhibit proactive behaviourh kegpect to their lives at work,
which thenincreases their productivity and efficiendyis clearthat QWL can positively
influence caeer success amomngarriedacademicianglowever if they also have proactive
behaviours, they will be urged to acheewigher levels ofcareer successlherefore,
management of academic institutiosould strategise instrumental actions and system
which assistnarriedacademicians in implementing their acadeand familyroles. Such
actions include providing adequathygical facilities, conducting appropriate training and
offering mentoring system, whereby all these would encouna@eied academicians to
initiate proactive career behaviouvhich, in turnlead totheir success iboth professional

and personal arenas
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¥ berkahwin di UNIMAS sahaja. Hasil dapatan kajian ini dijangka dapat
W merangka struktur kualiti hidup bekerja yang berkesan untuk mencapai

M karier sukses.

Semoga permohonan ini mendapat pertimbangan yang sewajarnya daripada
b o pihak Tuan/Puan dan kerjasama saya dahului dengan ucapan terima kasih.

Sekian.
Dr. Nur Fatjhah bt Abdullal Bandar
Ketua Penydidik
7 Research Acculturation Collaborative Effort (RACE) Grant Scheme
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Appendix C i Memorandum on Permission to Collect Data from Faculty of

Engineering
Fakulti Sains Kognitif UNIVERSITI MALAYSIA
dan Pembangunan Manusia SARAWAK
Tel. Sambungan: 1569/1570 94300 Kota Samarahan
MEMORANDUM
Kepada : Dekan

Fakulti Sains Kognitif & Pembangunan Manusia
Fakulti Perubatan dan Sains Kesihatan

Fakulti Sains dan Teknologi Sumber

Fakulti Kejuruteraan

Fakulti Sains Komputer dan Teknologi Maklumat
Pusat Pengajian Pra Universiti

Fakulti Ekonomi dan Perniagaan

Fakulti Sains Sosial

Fakulti Seni Gunaan dan Kreatif

Pusat Pembelajaran G 1 dan Multimedia
Fakulti Penga_uan Bahasa dan Pengajian Komunikasi

Melalui 2 Dr.Philip Nuli Anding
Timbalan Dekan (Pascasiswazah & Penyelidikan)

Tarikh : 3 November 2016

Perkara : Memohon Kebenaran untuk menjalankan pengumpulan data kajian
di UNIMAS

D\' ‘ ‘ Dengan segala hormatnya perkara di atas dirujuk.

“‘Bﬁnaklumkan bahawa pihak penyelidik bagi projek yang bertajuk
:;F_“_’J“‘_Wamnmg the Influence of Quality of Work Life on Career Success
AY K:;A SARA m the Proactive Behavior and Nonwork Orientation Perspectives”,
UNIVERSITIMAL no. projek: RACE/e(1)/1248/2015(04) akan menjalankan pengumpulan
} L&/(:/@LL dsta kajian pada 15 November 2016 — 31 Januari 2017.

Objektif secara umum bagi kajian ini adalah menentukan hubungan di
antara kualiti hidup bekerja dan karier sukses: sikap proaktif dan orientasi
bukan kerja adalah mediator. Responden kajian ini adalah pensyarah yang
berkahwin di UNIMAS sahaja. Hasil dapatan kajian ini dijangka dapat
merangka struktur kualiti hidup bekerja yang berkesan untuk mencapai
karier sukses.

Semoga permohonan ini mendapat pertimbangan yang sewajarnya daripada
pihak Tuan/Puan dan kerjasama saya dahului dengan ucapan terima kasih. /

Sekian.
Dr. Nur Fatjhah bt Abdu Bandar

Ketua Penygidik
Research Acculturation Collaborative Effort (RACE) Grant Scheme
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Appendix D1 Memorandum on Permission to Colle¢ Data from Faculty of Computer

Science and Information Technology

VERSITI MALAYSIA

Fakulti Sains Kognitif
SARAWAK
300 Kota Samarahan

dan Pembangunan Manusia
Tel. Sambungan: 1569/1570

MEMORANDUM ' ' —

Kepada g Dekan
Fakult1 Sains Kognitit' & Pembangunan Manusia
Fakulti Perubatan dan Sains Kesihatan
Fakulti Sains dan Teknologi Sumber
Fakulti Kejuruteraan
Fakulti Sains Komputer dan Teknologi Maklumat
Pusai Pengajian Pra Universiii
Fakulti Ekonomi dan Perniagaan
Fakulti Sains Sosial
Fakulti Seni Gunaan dan Kreatif
Pusat Pembelajaran Gunaan dan Multimedia

Fakulti Pengajian Bahasa dan Pengajian Komunik

Melalui : Dr.Philip Nuli Anding
Timbalan Dekan (Pascasiswazah & Penyelidikan)

Tarikh : 3 November 2016

Perkara :  Memohon Kebenaran untuk menjalankan pengumpulan data kajian
di UNIMAS

Dengan segala hormatnya perkara di atas dirujuk.

Dimaklumkan bahawa pihak penyelidik bagi projek yang bertajuk
“Examining the Influence of Quality of Work Life on Career Success
From the Proactive Behavior and Nonwork Orientation Perspectives”,
no. projek: RACE/e(1)/1248/2015(04) akan menjalankan pengumpulan
data kajian pada 15 November 2016 — 31 Januari 2017.

D. lulustEsm Objektif secara umum bagi kajian ini adalah menentukan hubungan di
b antara kualiti hidup bekerja dan karier sukses: sikap proaktif dan orientasi
bukan kerja adalah mediator. Responden kajian ini adalah pensyarah yang
berkahwin di UNIMAS sahaja. Hasil dapatan kajian ini dijangka dapat

s/0/1e merangka strukiur kualiti hidup bekerja yang berkesan untuk mencapai
karier sukses.
Dr. Johari Bin Abdullah e " 5 g
A :m“““w‘o§w permohonan ini mendapat pemmbar_lgan yang sewajarnya daﬂf.?ada
Fakulti Sains Kow‘\?“;:'.\:ys-\a sarspiliak Tuan/Puan dan kerjasama saya dahului dengan ucapan terima kasih.
Universiti
Sekian.
Dr. Nur Fatjhah bt Bandar

Ketua Penydhdik
Research Acculturation Collaborative Effort (RACE) Grant Scheme
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Appendix ET Memorandum on Permission to Collect Data fromFaculty of Economics

and Busines
'
Fakulti Sains Kognitif : UNIVERSITI MALAYSIA
dan Pembangunan Masiusia SARAWAK
Tel. Sambungan: 156971570 94300 Kota Samarahan
MEMORANDUM =

- Kepada :  Dekan
Fakulti Sains Kognitif & Pembangunan Manusia
Fakulti Perubatan dan Sains Kesihatan
Fakulti Sains dan Teknologi Sumber
Fakulti Kejuruteraan
Fakulti Sains Komputer dan Teknologi Makiumat
Pusat Pengajian Pra Universiti
Fakulti Ekonomi dan Perniagaan
Fakulti Sains Sosial
Fakulti Seni Gunaan dan Kreatif
Pusat Pembelajaran G dan Multimedi
Fakulti Pengajian Bahasa dan Pengajian Komunikasi

DITERINA

0 7 NoOv 2016
FEB

D¢ Phifip Null Anding ‘g“é‘p’G

Melalui 2 Dr.Philip Nuli Anding i de cwzah danFens
Timbalan Dekan (Pascasiswazah & Penyelidikan) ":","‘,msém M;@r::i; Pembangunan Maiied
= THVERSITI MALRY Stk SARAWAR
Tarikh % 3 November 2016
Perkara 2 Memohon Kebenaran untuk menjalankan pengumpulan data kajian
di UNIMAS

Dengan segala hormatnya perkara di atas dirujuk.

Dimaklumkan bahawa pihak penyelidik bagi projek yang bertajuk
“Examining the Influence of Quality of Work Life on Career Success
From the Proactive Behavior and Nonwork Orientation Perspectives”,
no. projek: RACE/e(1)/1248/2015(04) akan menjalankan pengumpulan
data kajian pada 15 November 2016 — 31 Januari 2017.

Objektif secara umum bagi kajian ini adalah menentukan hubungan di
antara kualiti hidup bekerja dan karier sukses: sikap proaktif dan orientasi
bukan kerja adalah mediator. Responden kajian ini adalah pensyarah yang
berkahwin di UNIMAS sahaja. Hasil dapatan kajian ini dijangka dapat
merangka struktur kualiti hidup bekeria yang berkesan untuk mencapai

karier sukses.

pLhak Tuan/Puan dan ker_]asama saya ) dahului dengan uc

Sekian.

Dr. Nur Fatjhah bt Abdullaly Bandar

Ketua Penyefidik
Research Acculturation Collaborative Effort (RACE) Grant Scheme

Fakuiti Ekonomi dan Péfniagaan
Universiti Maloysiz Sarawak
94300 Kota Samarahsn
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Appendix F i Memorandum on Permission to Collect Data fromFaculty of Social

Sciences
Fakulti Sains Kognitif UNIVERSITI MALAYSIA
dan Pembangunan Manusia SARAWAK
Tel. Sambungan: 156971570 94300 Kota Samarahan
MEMORANDUM FSS
Kepada g Dekan

Fakulti Sains Kognitif & Pembangunan Manusia
Fakulti Perubatan dan Sains Kesihatan

Fakulti Sains dan Teknologi Sumber

Fakulti Kejuruteraan ]

Fakulti Sains Komputer dan Teknologi Maklumat

Pusat Pengajian Pra Universiti 'y / / Q
Fakulti Ekonomi dan Perniagaan

Fakulti Sains Sosial

Fakulti Seni Gunaan dan Kreatif

Pusat Pembelajaran Gunaan dan Multimedia ——— = =
Fakulti Pengajian Bahasa dan Pengajian Komunikasi

A in L]
Melalui  :  Dr.Philip Nuli Anding e "é«é" 6
Timbalan Dekan (Pascasiswazah & Penyelidikan) N

Tarikh s 3 November 2016
Perkara : Memohon KebeAl ran untuk menjalankan pengumpulan data kajian
di UNIMAS — (), 2% o~/ -€

Dengan segala hormatnya perkara di atas dirujuk.

Dimaklumkan bahawa pihak penyelidik bagi projek yang bertajuk
“Examining the Influence of Quality of Work Life on Career Success
From the Proactive Behavior and Nonwork Orientation Perspectives”,
no. projek: RACE/e(1)/1248/2015(04) akan menjalankan pengumpulan
data kajian pada 15 November 2016 — 31 Januari 2017.

Objektif secara umum bagi kajian ini adalah menentukan hubungan di
antara kualiti hidup bekerja dan karier sukses: sikap proaktif dan orientasi
bukan kerja adalah mediator. Responden kajian ini adalah pensyarah yang
berkahwin di UNIMAS sahaja. Hasil dapatan kajian ini dijangka dapat
merangka struktur kualiti hidup bekeria vang berkesan untuk mencapai
karier sukses.

Semoga permohonan ini mendapat pertimbangan yang sewajarnya daripada
pihak Tuan/Puan dan kerjasama saya dahului dengan ucapan terima kasih.

Sekian.
Dr. Nur Fatjhah bt Abdulliity Bandar

Ketua Penygdik
Research Acculturation Collaborative Effort (RACE) Grant Scheme

141



Appendix G i Memorandum on Permission to Collect Data fromFaculty of Language

and Communication

Fakulti Sains Kognitif UNIVERSITI MALAYSIA

dan Pembangunan Manusia SARAWAK

Tel Sambungan: 1569/1570 94300 Kota Samarahan
MEMORANDUM

Kepada

Melalui

Tarikh

Perkara

NoFgkulti Seni Gunaan dan Kreatif

Dekan

Fakulti Sains Kognitif & Pembangunan Manusia
Fakuiti Perubatan dan Sains Kesihatan

Fakulti Sains dan Teknologi Sumber

Fakulti Kejuruteraan

Fakulti Sains Komputer dan Teknologi Maklumat
Pdsat Pengajian Pra Universiti

Fakulti Ekonomi dan Perniagaan

Fakulti Sains Sosial

| P P VRS » 8 28 Nakicn dan P 2e 17¢ LI
® ak,uk; 1" Chigajian anasa Qaii 1 Chigajiain SomunixKasi

Dr.Philip Nuli Anding
Timbalan Dekan (Pascasiswazah & Penyelidikan)

3 November 2016
Memohon Kebenaran untuk menjalankan pengumpulan data kajian
di UNIMAS

Dengan segala hormatnya perkara di atas dirujuk.

Dimaklumkan bahawa pihak penyelidik bagi projek yang bertajuk
“Examining the Influence of Quality of Work Life on Career Success
From the Proactive Behavior and Nonwork Orientation Perspectives”,
no. projek: RACE/e(1)/1248/2015(04) akan menjalankan pengumpulan
data kajian pada 15 November 2016 — 31 Januari 2017.

Objektif secara umum bagi kajian ini adalah menentukan hubungan di
antara kualiti hidup bekerja dan karier sukses: sikap proaktif dan orientasi
bukan kerja adalah mediator. Responden kajian ini adalah pensyarah yang
berkahwin di UNIMAS sahaja. Hasii dapatan kajian ini dijangka dapat
merangka struktur kualiti hidup bekerja yang berkesan untuk mencapai
karier sukses.

Semoga permohonan ini mendapat pertimbangan yang sewajarnya daripada
pihak Tuan/Puan dan kerjasama saya dahului dengan ucapan terima kasih.

Sekian.

Dr. Nur Fatjhah bt Abdullaly Bandar
Ketua Penyefidik
Research Acculturation Collaborative Effort (RACE) Grant Scheme
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Appendix H i Letter of Requesting Permission ta€Conduct Re®archin UiTM Sarawak

4 November 2016

Prof. Dato Dr. Jamil Hj Hamali

Rektor

Universiti Teknologi MARA (UiTM) Sarawak,
Jalan Meranek,

94300 Kota Samarahan

Melalui:
Dr. Philip Nuli Anding oefif2ar6

Timbalan Dekan (Pascasiswazah dan Penyelidikan) Dr Philip Nuli A
. . LR . ' i
Fakulti Sains Kognitif dan Pembangunan Manusia rr':m:s', Dekan lvascwm;;:,lnpgsp il
M Saine J Y&iidikan
UNIMAS un_'r‘\‘fg’és,f“’.' 431 Pombengunan Manusia

MALAYSIE SARAWAK

Tuan,
PERMOHONAN MENJALANKAN KAJIAN/ SOAL SELIDIK DI UiTM SARAWAK

Dengan segala hormatnya saya ingin menarik perhatian pihak tuan merujuk kepada perkara di
atas.

Adalah dimaklumkan bahawa saya Ling Nyuk Ping pelajar pascasiswazah secara
penyelidikan dari Fakulti Sains Kognitif dan Pembangunan Manusia, Universiti Malaysia
Sarawak (UNIMAS) dan di bawah seliaan Dr. Nur Fatihah binti Abdullah Bandar, sedang
menjalankan kajian bertajuk “Relationship between the Quality of Work Life and Career
Success : The Mediating Effect of Proactive Behavior”.

Untuk makluman pihak tuan, responden bagi kajian ini ialah ilmuwan yang sudah berkahwin.
Saya memohon agar pihak tuan dapat menyediakan senarai nama ilmuwan yang sudah
berkahwin bagi urusan pengumpulan data kajian. Saya juga akan mengadakan lawatan untuk
aktiviti pengumpulan data kajian dengan menggunakan borang soal selidik yang dijangka
pada 15 November- 31 Januari 2017. Justeru, saya ingin memohon kebenaran pihak tuan
untuk mengendalikan kajian ini.

Sebarang kemusykilan boleh berhubung secara langsung dengan saya di talian 016-8930059
atau emel kepada lingnyukping@gmail.com .Segala perhatian dan pertimbangan daripada
pihak tuan amatlah dihargai dan didahului dengan ucapan setinggi-tinggi terima kasih.

Sekian.

.

Ling Nyuk Ping

Pelajar Pascasiswazah Secara Penyelidikan
Pembangunan Sumber Manusia

Fakulti Sains Kognitif dan Pembangunan Manusia, UNIMAS
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Appendix | T Letter of Permission to Condu¢ Research in the Fulfilment of

Postgraduate Degree

Fakulti Sains Kognitif dan Pembangunan Manusia

o WALA Y.s~,q
Faculty of Cognitive Sciences and Human Development 4

&)

NIVER
R sy,
Tyypad®

UNIMAS/NC-16.02/04-05 Jld. III ( 34 )

[ B
* Niwm >

04 November 2016

Prof. Dato Dr Jamil Hj Hamali

Rektor

Universiti Teknologi MARA (UiTM) Sarawak,
Jalan Meranek,

94300 Kota Samarahan

Dear Sir
Permission to Conduct Research in the Fulfillment of Postgraduate Degree

With reference to the above matter, I would like to request permission for the
following student from the Faculty of Cognitive Sciences and Human Development,
Universiti Malaysia Sarawak, to conduct a survey by distributing questionnaires in
UiTM Sarawak.

Student name : Ling Nyuk Ping

Student number : 15020847

Program : Master of Science

Research title : Relationship between the Quality of Work Life and
Career Success :The Mediating Effect of Proactive
Behavior.

Research phases : Data Collection Stage

Principle supervisor : Dr. Nur Fatihah binti Abdullah Bandar

Telephone : 082-584595 / 019-2005015

Fax : 082-581579

Email : abnfatihah@unimas.my

Her research is purely for academic purpose and all information will be kept secure
and treated as strictly confidential. The support and cooperation given by your
organization for the success of this research is highly appreaciated.

Thank you.

Sincerely,

Dr Philip Nuli Anding B
Deputy Dean (Postgraduate & Research) 14 NOV 2016

| S

A
PO 3, o 1 P 4
MSC-Status [=15
94300 Kota Samarahan, Sarawak, MALAYSIA | Tel + 60 82 581 578 | Fax + 60 82 581 579
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Appendix J i

Letter of Permission to Conduct Research in UiTMSarawak

Universiti Teknologi MARA (UiTM) Sarawak

Jalan Meranek, 94300 KOTA SAMARAHAN - ; ‘
Tel: +6082 - 677 200 Fax : +6082 - 677 300 ; A Rnnveceny =n) TEKNOLOGI MARA
www.sarawak.uitm.edu.my mengubaly destin ke biwiged @S SARAWAK

Rujukan Kami : 100-UiTMKS2 (RMU 5/1)Jid. 4
Tarikh : 23 Januari 2017

Dr. Philip Nuli Anding

Timbalan Dekan (Postgraduate & Research)
Fakulti Sains Kognitif dan Pembangunan Manusia
Universiti Malaysia Sarawak

94300 Kota Samarahan

Sarawak

Tuan

MEMOHON KEBENARAN UNTUK MENJALANKAN KAJIAN
"RELATIONSHIP BETWEEN THE QUALITY OF WORK LIFE AND CAREER SUCCESS:
THE MEDIATING EFFECT OF PROACTIVE BEHAVIOR”

Surat tuan rujukan UNIMAS/NC-16.02/04-05 Jid 1| (50) bertarikh 4 November 2016 berkaitan
perkara di atas dengan hormatnya dirujuk.

2. Sukacita dimaklumkan bahawa permohonan pengumpulan data untuk kajian di atas di UiTM
Sarawak bagi pelajar Ling Nyuk Ping, No Pelajar: 15020847 adalah diluluskan bagi tempoh 13(/
hingga 24 Februari 2017.

3. Untuk makiuman pihak tuan, segala urusan pengumpulan data perlu diurus oleh pihak tuan
sendiri dan mestilah memenuhi etika penyelidikan sedia ada. Penyelia dimohon untuk memastikan
senaskah laporan berkaitan dihantar ke UiTM Sarawak bagi tujuan rekod.

Sekian, terima kasih.

Yang benar

YA “HAJJAH RASIDAH MAHDI
Timpalan Rektor (Penyelidikan & Jaringan Industri)
bp Rektor
HRM/sn

Anugerah Kualiti Pemenang Anugerah Tempat Pertama Persijilan Pengiktirafan Anugerah g P g q
Naib Canselor 2010 & 2011 Anugerah Kualiti Inovasi & Anugerah ICT Persekitaran Pengamal Emas Anugerah Kualiti Anugerah Kualiti Anugerah Kua
(Kampus Negeri) Perkhidmatan Awam Kreativiti Setiausaha Berkualit Kualiti Invention. Ketua Pengarah Perkhidmatan Awam UITM 2006
Perancangan Strategik, Negeri Sarawak 2010 Setiausaha Persekutuan 55 (AKKMS 2008] Innovation & MAMPU 2006 Negeri Sarawak 2006 Anugerah Gemi
Pengukuran, Analisa & Persekutuan Sarawak 2009 2009
Pengurusan Pengetahuan, Sarawak 2010 (D &ITEX 2007)
Penqurusan Proses & USAHA, TAQWA, MULIA

Pengukuran
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Appendix K T Survey Questionnaire

N?MAS

UNIVERSITI MALAYSIA SARAWAK Respondent
Number:

FACULTY OF COGNITIVE SCIENCES AND HUMAN
DEVELOPMENT (FCSHD)

Relationship between Quality of Work Life and Career
Suceess: The Mediating Effect of Proactive Behaviour

Public Institute of Higher
Education :

Faculty/Institute/Centre:

Date
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Appendix K continued

Dear YBhg Prof/Assoc.Prof/Dr/Sir /Madam,

The purpose of the questionnaire is to examine the relationship between the
quality of work life and the career success through the mediating effect of
proactive behaviour. This research is conducted to fulfil the requirements for the
degree of Master of Science in Career Development.

In answering the questions, kindly base your responses on your working
experience in current university. It should take you about 20 minutes to
complete the questionnaire. All responses shall be treated in the strictest
confidence and used only for academic purposes. Your time and cooperation are
highly appreciated.

Best regards,

Ling Nyuk Ping
Faculty of Cognitive Science and Human Development,
Universiti Malaysia Sarawak.

lingnyukping@gmail:com
016-8930059
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Appendix K continued

Section A: Demographic Profile of Respondents
Please fill in the necessary information or tick v in the appropriate boxes.

Age

Gender

Highest Academic
Qualification

Ethnicity

Religion

Job Status

Total Employment
Experience to Date

Total Employment
Experience in
Current University

Gross Monthly
Income

l:] Years

Male
Female

Ph.D. or equivalent
Master or equivalent
Others (Please state)

Malay Chinese

Indian Iban

Bidayuh Others (Please state)
Melanau

Islam Christianity
Buddhism Others (Please state)
Hinduism

Permanent
Contract

<5 years
6 — 10 years
> 10 years

<5 years
6 — 10 years
> 10 years

<RM 5,000

RMS5,000-RM10,000
>RM10,000
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Appendix K continued

Section B: Quality of Work Life
Please read each statement carefully. Assess your response to each statement by ticking (v) in the
box that corresponds closely with hew true that statement is reflective of you.

1 2 3 4 5
- Very untrue of me | Untrueof me | Neutral Trueof me | Very true of me

Quality of Work Life g o1 8 | @@
I have good friends at work. @ @ ® @ ®
I have enough time away from work to enjoy other things
in life. @ @ Q@ ® ©
I feel appreciated working at this university. @ @ (©) @ ®
People at this university and within my profession respect
me as a professional and an expert in my field of work. @ @ Q@ @ ®
I feel that my job allows me to realise my full potential. (@) @ (©) @ ®
I feel that I am realising my potential as an expert in my
line-of work. @ @ @ ® ®
I feel that I am always learning new things that help me do
my job better. ® @ ® ® ©
This job allows me to sharpen my professional skills. @ @ (©) @ ®
There is a lot of creativity involved in my job. @ @ (©) @ ®
My job helps me develop my creativity outside of work. ©] @ ©) @ ®
I feel physically safe at work. @ @ ® @ ®
My job provides good health benefits. @ @ (©) @ ®
I do my best to stay healthy and fit. [©) @ ® @ ®
I am satisfied with what I am getting paid for my work. @ @ ©) @ ®
I feel that my job at the university is secure for life. @ @ ©) @ ®
My job does well for my family. @ @ ©) @ ®

Seectien C: Proactive Behaviour

' Please read each statement carefully. Assess your response to each statement by ticking (v') in the
box that corresponds closely with how true that statement is reflective of you.

1 2 3 4
Very untrue of me | Untrueof me | Neutral True of me Very true of me
Proactive Behaviour

Tactively resolve problems.

Whenever something goes wrong, I search for a solution
immediately.

Whenever there is a chance to get actively involved, I take
it.

I take initiative immediately even when others do not.

I use opportunities quickly in order to attain my goals.

Usually I do more than I am asked to do.

©|e|e|e| e | e e
OO|0|0 ® | © |08
0000 8 e e
© 0|00 0|6 |06

CHEICHCIRCARCRICIC

I am particularly good at realising ideas.
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Appendix K continued

JTOM 1B 1I0M WE | Jeym dAoid o |
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