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ABSTRACT
Career choice is an important process that an individual has to make in their life. Choosing
the right career will increase one’s job satisfaction. However, wrong career choice will lead
to work fatigue, regret, discomfort, complaints and eventually quitting work. The purpose of
this study is to investigate the job related factors and organizational factor with career choice
among employees. The independent variables are job related factors (salary and benefits,
work preferences) and organizational factor (career advancement opportunities). The
dependent variable is career choice. A total of 44 employees who working in private sector
were selected as the sample in this study. This study used quantitative approach and survey
questionnaires were distributed to collect relevant data. Statistical Package of Social Science
(SPSS) Software version 23 was used to analyse the data collected from the respondents.
Pearson Correlation Coefficient was used to determine the relationship between variables.
The findings of the study shows that there is a significant relationship between salary and
benefits, work preferences and career advancement opportunities with career choice.
Discussion of research findings, implications and recommendations were presented to
propose beneficial suggestions and call for further studies. As a conclusion, this study enable
individuals to understand factors that related to career choice which allow them to be
resolved through guidance in order to make more effective career choices.
Keywords: Career choice, salary, benefits, work preferences, career advancement
opportunities, job related factors, organizational factor
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ABSTRAK
Pilihan kerjaya adalah proses penting yang harus dibuat oleh individu dalam kehidupan
mereka. Memilih kerjaya yang tepat akan meningkatkan kepuasan kerja seseorang. Namun,
pemilihan kerjaya yang salah akan menyebabkan keletihan kerja, penyesalan,
ketidakselesaan, rungutan dan akhirnya berhenti kerja. Tujuan kajian ini adalah untuk
mengkaji faktor berkaitan pekerjaan dan faktor organisasi dengan pemilihan kerjaya di
kalangan pekerja. Pemboleh ubah bebas adalah faktor berkaitan pekerjaan (gaji dan faedah,
keutamaan kerja) dan faktor organisasi (peluang kemajuan kerjaya). Pemboleh ubah
bersandar adalah pilihan kerjaya. Sebanyak 44 pekerja yang bekerja di sektor swasta dipilih
sebagai sampel dalam kajian ini. Kajian ini menggunakan pendekatan kuantitatif dan soal
selidik diedarkan untuk mengumpulkan data yang relevan. Statistical Package of Social
Science (SPSS) versi 23 digunakan untuk menganalisis data yang dikumpulkan daripada
responden. Pekali Korelasi Pearson digunakan untuk menentukan hubungan antara
pemboleh ubah. Dapatan kajian menunjukkan bahawa terdapat hubungan yang signifikan
antara gaji dan faedah, keutamaan kerja dan peluang kemajuan kerjaya dengan pilihan
kerjaya. Perbincangan penemuan penyelidikan, implikasi dan cadangan dikemukakan untuk
memberikan cadangan bermanfaat dan mengalakkan kajian lebih lanjut. Sebagai
kesimpulan, kajian ini membolehkan individu memahami faktor-faktor yang berkaitan
dengan pilihan kerjaya yang membolehkan masalah mereka diselesaikan melalui bimbingan
untuk membuat pilihan kerjaya yang lebih berkesan.
Kata kunci: Pilihan kerjaya, gaji, faedah, keutamaan kerja, peluang kemajuan kerjaya, faktor
berkaitan pekerjaan, faktor organisasi
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CHAPTER ONE
INTRODUCTION
1.1 Background of Study
Career decision-making is one of the most important process that an individual has to
make in their life. In today's competitive environment, career become an important part of
our life. Career provide people with a sense of purpose, challenge, self-fulfilment, and
income. In addition, careers also provide sources of identity and creativity, status and social
networking (Choo et al., 2012).
Choosing the right career is crucial for those who are about to enter the workforce and
those employees intend to change career. Career choices have a lasting impact on individuals.
It can predict and determine their expected income level, the nature of their work and hence
leave a mark on their personality, behaviours and opinions. However, wrong decision will
also change the fate of an individual.
In addition, employers now have difficulty in finding suitable candidates. When some
employers tried to find potential candidates, these employees refuse to work with the same
employer for more than one year. It should also be noted that nearly thousands of graduates
graduate from universities each year, and there are more than thousand vacancies in the
organization (Stone, 2007).
Moreover, with the increase competition arises among organizations to hire potential
candidates and to decrease employees’ turnover rate, it is important for employers to what are
the factors that associated with an individual’s career decision making. Besides, in order to
overcome clueless among employees about their future career path, it is important for them to
consider these factors which will enable them to plan their career better. The correct career
decision is the key to success.
1

Intensive career decision-making processes may help to reduce job hopping rates,
because the current position meets employee expectations. In this way, employees are able to
successfully design their own talents, rather than constantly changing their careers, thereby
affecting their personal execution. When a person makes a wrong career choice, it gives an
impact on both of personal and organizational performance. Individual who make wrong
career decisions sooner will feel dissatisfied, or even stressed when completing tasks or work.
Individuals need to seek occupations that best suit their needs. Excellent career decisions will
enable individuals to find jobs effectively, which can reduce the country’s unemployment
rate (Achim et al., 2019). Therefore, this study is conducted to determine the relationship
between job related factors and organizational factor with career choice among employees.
1.2 Problem Statement
Career decision-making process is one of the important matters in an individual’s life.
People may encounter many problems when making their career choice. The wrong career
choice will lead to lifelong consequences. Such people become a source of inefficiency due
to poor performance, not only for themselves but also for their organizations (Ahmed et al.,
2017).
Understand the factors associated with career choice is crucial for future career path
of employees. It should also be noted that in some cases, employees work in an organization
later found out that they becoming less interest in the particular field. If choose the wrong
career choice, the result will be work fatigue, regret, discomfort and complaints, all of this
will lead to terrible life experiences (Meddour et al., 2016).
Unemployment issues are increasingly becoming a global disease in all developing
and developed countries. Although the Malaysian government provides employment
opportunities every year to fill vacancies in the government or the private sector,
2

unemployment issues is still exists (Nachiappan et al., 2018). The problem here is that the
increasing competitions in job market which cause career opportunities are very scarce today.
Employees should pay more attention to this issue so that they can make right career choice
and reduce turnover rate.
Moreover, it is crucial for researcher to conduct such research. This is because most
of the past research papers conducted on career decision making were completed a few years
ago (See, 2009). The findings of past research papers may be outdated, and current employee
employment trends may be differ from past research. Thus, it cannot reflect the current career
decisions of employees. In addition, such research conducted in Malaysia is limited (Sibson,
2011). Therefore, this study aims to determine the latest trends of employees in private sector
in their career decision-making.
1.3 Research Objectives
1.3.1 General Objective
To study the relationship between job related factors and organizational factor with career
choice.
1.3.2 Specific Objective
1.

To identify the relationship between salary and benefits and career choice.

2.

To identify the relationship between work preferences and career choice.

3.

To identify the relationship between career advancement opportunities and career

choice.
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1.4 Research Hypothesis
H𝑎1 : There is a significant relationship between salary and benefits and career choice.
H𝑎2 : There is a significant relationship between work preferences and career choice.
H𝑎3 : There is a significant relationship between career advancement opportunities and career
choice.
1.5 Conceptual Framework
Figure 1.1 shows the conceptual framework that based on research objectives. This
study focus on the relationship between job related factors and organizational factor with
career choice among employees. This study has independent and dependent variables.
Independent variables are job related factors (salary and benefits, work preferences) and
organizational factor (career advancement opportunities). The dependent variable is career
choice.
Based on past research, job related factors which consists of salary and benefits and
work preferences relate to career decision making by an individual (Selvanathan, et. al.,
2016). Job characteristics that associated with a person’s career choice including salary, job
security and job environment (Woo & Teng, 2019). According to Wen et al. (2018), salary
and benefits is crucial in making career choice as it will affect employees' short-term and
long-term financial status of the company and individuals. Moreover, work preference will
affect career choice decisions and it is a key determinant of work attitude and motivation of
employees (Gilbert et al, 2008). Organizational factor on career choice relate to the
employers interested to develop and maintain the commitment of employees. Organizational
factor consists of career advancement opportunity factors it shows that career advancement
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opportunities always be one of the main motivational tools in career decision making (Aycan
& Fikret-Pasa, 2003).

Dependent Variable

Independent Variables

Job Related Factors


Salary and benefits



Work preferences
Career Choice

Organizational Factor


Career advancement
opportunities

Sources: Adopted and adapted from Selvanathan, Ali, Mariadas, Perumal, and Tan, (2016)
Figure 1.1: Conceptual Framework
1.6 Significance of Study
1.6.1 Significance to Organization
This research enables employees to discover their personal needs and apply for
occupations that best meet these needs. In addition, this study is also beneficial to the owners
of organizations, as this research enhance business owners and workers’ understanding of the
possible factors that have relationship with the career choices of employees. Therefore, by
recognizing needs when choosing a career, it can reduce job-hopping rates and increase job
satisfaction.

5

1.6.2 Significance to Body Literature
This study help to discover and analyse various factors that associated with the career
choice among employees. This research enables employees to find out what was their
personal needs and apply for occupations that best fit their needs. This research helps to
improve employees’ understanding of what needs to be considered when making career
decisions. Therefore, by recognizing needs when choosing a career, employees can reduce
job-hopping rates and increase job satisfaction. It is also expected to raise the awareness of
future researchers whereas this study can provide baseline information on the current state of
factors that determine the employee’s career choices.
1.6.3 Significance to Related Industry
Employers are able to gain more information about the factors associated with career
decision making among employees through this study. Preparing oneself for future role in the
workplace is becoming more important for employees. Due to changes in the workplace, the
challenge is how to make employees competitive in the world-class workforce. By
understanding the factors that associated with employees' career choices, employers can
propose appropriate training programs to improve employees' interpersonal skills,
communication skills and leadership skills. When the reward system and organizational
culture suit their lifestyle, this will motivating employees to be more engaged in their work
and they will be more likely to stay with the company.
1.7 Limitation of Study
The study just cover on few variables which is job related factors consists of salary
and benefits and work preferences and organizational factor which consists of career
advancement opportunities and career choice. There are some other factors that related to this
study however, due to limited sources, researcher has choose to investigate the relationship
6

between job related factors (salary and benefits and work preferences) and organizational
factor (career advancement opportunities) with career choice among employees. In addition,
the study just using respondents from private sector in Bintulu. Hence, the result of the
research may not being able to reflect the entire population of employees in Malaysia. Lastly,
the study just using questionnaire, a quantitative design which only require respondents to
answer on the questionnaire that best represents their thoughts. Although it is a convenience
approach to respondents to answer the questionnaire, but it would limit the researcher to gain
deeper understanding and thoughts from the respondents.
1.8 Definition of Terms
1.8.1 Job Related Factors
Conceptual definition: Job related factors means associated with a job which refers to
practices used by employers to help employees understand jobs or job roles (Matata et al.,
2014).
Operational definition: It refers to the factors that associated with job that have an influence
on one’s career choice. Job related factors in this study consists of salary and benefits and
work preferences that is important when choosing a career and as a motivation to employees’
commitment and their decisions whether to stay in an organization.
1.8.1.1 Salary and Benefits
Conceptual definition: Salary is a fixed amount of money or remuneration that paid to
employees in return for completing tasks and jobs in the organization (Heathfield, 2013).
Benefits defined as indirect, non-cash or cash compensation paid to employees that beyond
normal wages or salaries (Merhar, 2016).
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Operational definition: Salary and benefits refer to the pay, benefits, bonuses and so forth that
an organization paid to employees which is an important factor that influence selection of
career. Salary and benefits is assessed based on The Pay Satisfaction Questionnaire (PSQ) by
Heneman and Schwab (1985).
1.8.1.2 Work Preferences
Conceptual definition: Work preference is an individual's expected outcomes of engaging in
paid work (Konrad et al., 2000).
Operational definition: Work preferences refer to work values, work attributes, interests,
motivation and practical considerations related to work. Work preferences is assessed using
Work Preference Inventory introduced by Amabile, Hill, Hennessy and Tighe (1994).
1.8.2 Organizational Factor
Conceptual definition: Organizational factor is relate to an organization or the way it is set up
which refers to the policies and practices that an organization has put in place to improve the
professional efficiency of employees (Seema & Sujatha, 2013).
Operational definition: In this study, organizational factors refer to career advancement
opportunities provided by an organization to encourage talented employees to stay in the
organization.
1.8.2.1 Career Advancement Opportunities
Conceptual definition: Career advancement opportunities is the opportunity to be promoted to
a higher position, advance in the company or position, or take on more responsibilities in the
current role (Wirtanen, 2018).
Operational definition: Career advancement opportunities is motivating tools for employees
to de career choice decisions. Access to available opportunities will give employees a great
8

chance to choose the best career that match their abilities. Career advancement opportunities
can be assessed through Career Development Assessment by Whitaker (2018).
1.8.3 Career Choice
Conceptual definition: The term career means occupation or profession, and there are some
people who needs special training, followed as one’s lifework (Bopp et al., 2009). Career
choice is refer to a decision that regarding to which profession to pursue and it is one of the
many work and leisure decisions that people make in life (Stumpf, 2015).
Operational definition: Career choice is a critical decision made by an individual to choose a
profession or occupation that suits individual needs. Career choice is assessed using Career
Decision-Making Self-Efficacy Scale is originated by Betz, Klein, and Taylor (1996).
1.9 Summary
This chapter discussed the background and problem statement of the study. Research
objectives and hypothesis is presented in this chapter. In addition, a conceptual framework
was developed to examine the relationship between each independent variable and the
dependent variable. Significance of study and definition of terms is also discussed in this
chapter.
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CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter involve a review on relevant literature. First, researcher discuss the
variables of the study. Next, this chapter present the theory related to the study and follow by
discuss on past similar findings.
2.2 Discussion on Variables
2.2.1 Job Related Factors
Job related factors refers to factors that associated with job that can affect employee’s
satisfaction, commitment and motivation to the job (Matata et al, 2014). Job related factors in
this study consists of salary and benefits and work preferences.
2.2.1.1 Salary and Benefits
Nowadays, salary become an important reason for employees in choosing their career.
This is because money could provide a better lifestyle, economic security and well-being to
employees. Due to the increasing cost of living, most job seekers, especially fresh graduates,
will be more willing to choose jobs that offer higher salaries. Therefore, salary factor will be
their top priority. Besides that, salary and benefits are the most important factor in
determining job satisfaction for most of the Malaysian urban workers (Ganesan et al, 2018).
The common benefits available in Malaysia are Employees Provident Fund (EPF) and
SOCSO (Gunasegaram, 2012). Furthermore, benefits may also include medical, dental and
disability insurance, vacations, paid sick leave, pensions, and other benefits that offered by
employers to employees in addition to salary (Moy & Lee, 2002). According to Heathfield
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(2013), pay is determined based on market conditions determined by the employer based on
skill requirements.
If employees receive rewards that do not meet their expectations, they will not be
motivated. So, it is well known that salary and benefits can stimulate employees. Expected
salary is one of the basic factors when making career choices. Individuals are expected high
income in their future careers. Therefore, salary and benefits are an important factor for
employees to make career decision making and in determining whether employees stay or
leave the company.
2.2.1.2 Working Preferences
According to Terjesan et al. (2007), working preferences affect the decision of career
choice of an individual. People attach great importance to the care they receive at work,
friendly environment, diversified daily work and dynamic, forward-thinking business dealing
methods, which will increase their possibilities of working in the company. Work preferences
answer the questions such as “What do I want from that work?” and “What I want my
working environment to look like?”. Work preferences can influence the decision of career
choice, and are a key determinant of work attitude and motivation. Understanding work
preferences is essential to help individuals engaged in different types of career related
environments. Moreover, it is also said to be related to job satisfaction which can be used to
clarify the adaptability of people to the work environment. Good person-environment fit will
produce positive personal and organizational results (Gilbert et al, 2008). The closer the work
preferences and work environment characteristics are, the higher the employee’s job
satisfaction, morale, job commitment and employee productivity (Barrick et al., 2003).
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2.2.2 Organizational Factor
Organizational factor in career choice refer to the organizational support provided for
the career development of employees and also help to enhance employee’s career success
(Seema et al, 2013). It can become an effective way to attract and encourage talented
employees to remain within an organization. Organizational factor in this study consist of
career advancement opportunity.
2.2.2.1 Career Advancement Opportunities
Career advancement opportunities is refer to the promotion opportunities for growth
in an organization or industry in terms of progression or promotion in title, and/or
responsibilities in a career (Goffnett, 2013). People attach great importance to their career
progression and career advancement in their future career (Argawala, 2008). Employees are
expecting career development or job enrichment to increase their satisfaction. The way
employees look at work and career is changing. Employees has a clear understanding of the
work that should be done, and they are used to get what they want. One of the things that
employee want is to achieve continuous professional development through career
development, training, coaching, and job enrichment. Therefore, career advancement is the
main motivating tools in the career decision making. Career advancement opportunities will
drive employee motivation and commitment to the organization.
2.2.3 Career Choice
Career choice involve process of choosing an occupation. In the career decision
making process, individuals tend to match their needs with the field that is most suitable for
them (Gokuladas, 2010). It is a critical decision-making process, which individuals need to
observe the field of work, assessed their own abilities, knowing what brings them a sense of
accomplishment, and studied alternatives and their possible impact on their self-concept
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(Achim et al, 2019). The correct decision-making for career choice provides an innovative
structure that can effectively solve the future challenges of adolescence. However, wrong
career choice may cause individual to frequently switching their profession to another which
can have negative psychological effects. Career choice have an implication in our life. This is
because career is the source of income, recognition of the community, sense of
accomplishment to an individual.
2.3 Related Theory
2.3.1 Maslow’s Needs Hierarchy Theory
Maslow (1943) put forward a theory of needs, ranked in order of importance in a
hierarchy, from the lowest physiological needs to the safety, love, and esteem needs. Once
the needs of a lower level in the hierarchy have been satisfied, there will be a strong
motivation to meet the needs of the next higher level in the hierarchy. As Maslow asserted,
only unmet needs can motivate a person. In the highest class of Maslow, the need for selfactualization is the need for maximizing potential. Desire to be what one can be. Therefore, it
is indicated that people choose occupations to meet these basic human needs. Thus, career
satisfaction comes from the degree of meeting these needs.

Figure 2.1: Maslow’s Theory of Needs
13

Physiological needs are the lowest level of needs in the hierarchy and are the basic
needs, referring to primary needs such as food, sleep, and cover from weather and thirst.
Employees must be provided with the services and opportunities they require at work in order
to feel as their most fundamental needs have been addressed. For example a comfortable
working environment and also a stable income to support their own lives and pay for living,
food, water and electricity and other basic needs.
In the next level of needs, Maslow emphasized emotional and physical safety. Safety
needs can affect employees’ overall satisfaction with the workplace. It is natural to worry
about the safety of yourself and your loved ones. For example, it is important for employees
to know that their physical safety is valued and prioritized. Other than that, another aspect of
workplace safety involves feelings of emotional safety and support. In this highly competitive
environment, there are many employees are so obsessed with survival that they pursue higher
needs, such as self-actualization.
The third level of needs are social and belonging needs. It is corresponding to the
affection and affiliation. Belonging needs may be an important driving force for work.
Belonging needs include the needs of social recognition. Employees can build a social
support network and sense of belonging through interaction with colleagues, thereby
improving job satisfaction and job performance.
The need for esteem is the level represents higher human needs. This level
emphasizes the need for power, achievement and status. The need for esteem can be met by
feeling successful and through on-the-job rewards such as praise and promotion from the
boss. Esteem is the belief of contribute to a higher goal and your efforts are being recognized.
In the workplace, it is crucial for employees to believe that they are improving, advancing
and accomplishing outcomes and their efforts is being recognized.
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Self-actualization is the highest level of needs. Self-actualized people will be satisfied
and realize their potential. Employees should be given opportunities for growth and
responsibility in order to maximise their potential which enables them to meet the goals of
self-actualization. For example, no matter how high the salary is, routine and boring work
cannot satisfy the need for self-actualization.
Maslow's hierarchy of needs theory has an important contribution to understanding
work motivation. It helps to understand what made employees be motivated at work and what
the needs they are consider when choosing a career. According to the Figure 2.1 Maslow’s
Hierarchy of Needs Chart, it can be inferred that employees will be motivated to choose a
career that can meet their needs accordingly such as pay, working environment and
advancement opportunities.
2.3.2 Social Cognitive Career Theory (SCCT)
Social Cognitive Career Theory (SCCT) by Lent et al. (1994) was derived from the
self-efficacy theory by Bandura (1986). Self-efficacy is a self-assessment of one's ability to
complete a task. Using the theory of self-efficacy, SCCT believes that individuals are more
likely to pursue and succeed in occupations with higher self-efficacy (Choo et al., 2012). The
SCCT assumes that individuals prefer to pursue careers that they believe will bring positive
results for example, paid work, self-satisfaction, and admiration. SCCT focuses on the
interrelationship between various personal, environmental, and behavioural variables that are
believed to affect performance results, career interests, and choices. Based on Bandura
(1986), SCCT focuses on cognitive variables such as individual factors, individuals’
background contextual factors, learning experiences, self-efficacy, outcome expectations, and
career interest. SCCT theory suggest that these factors will affect how people establish their
job interests, which in turn will affect their career choices.
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2.4 Discussion on Past Similar Findings
There are several past research that are related to the study. One of the past similar
research was conducted by Achim et al. (2019) regarding the influence of salary and benefits,
work environment and job security on employee career decision making. The research is
focusing on the factors that will affect career decision making among employees. The result
of the finding are salary and benefits, working environment and job security were correlated
with career decision making. Independent variables in the research which is the salary and
benefits, working environment and job security have significant relationship with dependent
variable which is the career decision making. It was revealed that when measuring career
choices, salary is one of the motivating factors for career decision-making (Chong et al,
2013). When choosing a career, employees consider their preference for work, such as a good
working environment and job security. A good working environment enable employees to
build relationship and interact effectively with other subordinates. Some survey results
indicate that when it comes to choosing a career, people are more concerned about the work
environment (Chai et al., 2013). Other than that, job security was one of the important factor
in attracting Generation Y in making their career decision as they are more prefer to work in
a company that will ensure the employees safety (Chong et al., 2013).
Moreover, another past similar research was conducted by Choo et al., (2012)
investigating the factors that drives the career choice among engineers in Malaysian
manufacturing plant. The study attempt to study the perception of person-job fit (intrinsic
factors) and financial reward (extrinsic factor) on engineer’s career choice. The result from
the research shows that person-job fit and financial reward has significant and positive effect
on career choice among the engineers. Employees prefer to work in a job that their personjob fit matches the knowledge, skills and abilities when choosing a career. This research
shows that the sense of person-job fit is a key factor in determining individual’s career.
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Perceptions of person-job fit refers to the sense of match between personal and specific job
requirements (Carless, 2005). Skills, competencies and abilities are the most important
factors affecting career choices (Agarwala, 2008). This study also indicates that financial
reward could be a motivation to employees as if the employees are given rewards that meet
their expectation, they will be motivated (Kim & Cha, 2000). Earning potential is one of the
important factor that will affecting the selection of career. Kim and Cha (2000) revealed that
technology-oriented R&D professionals tend to prefer professional rewards, such as having
the opportunity to introduce research results to fellow professionals to enhance their
professional capabilities while Managerial R&D professionals tend to emphasize career
rewards to promote personal career development opportunities such as promotion, job
transfer, entrepreneurial opportunities, etc.
Past similar research that related to career choice is conducted by Selvanathan et al.,
(2016) regarding factors influencing career choice amongst undergraduate students in
Malaysia. The result of the research showed that there is a strong positive association
between independent variables; financial incentives, career advancement opportunities and
working preference with dependent variable, career choice. The research finding shows that
employees without sufficient financial motivation will lead to devalued and unrecognized
among employees. The interpretation of working preference on career choice is that
employees often don’t like working under conditions that are not conducive to them. This
result is supported by Glen (2006) who states that individuals prefer to work in organisations
that provide physical safety, a friendly working environment, and a positive working
environment, where employees feel valued and the majority of employees are proficient and
work together to enhance the organization's success. For career advancement opportunities,
the research indicates that opportunities in a particular organization and career path increase,
the possibility of employees and potential employees choosing this career path also increases.
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It is supported by Aycan and Fikret-Pasa (2003) indicates that career choice is related to
career development opportunities. Career development is one of the main motivational tools
in the career decision making.
2.5 Summary
This chapter discussed variables of the study and theory related to the study. This
chapter also reviewed the past literatures relevant to present research in detail. The next
chapter discuss methodology that used by researcher to conduct the research.
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CHAPTER THREE
METHODOLOGY
3.1 Introduction
The topics discussed in this chapter are research design, sample and population,
research instruments, validity and reliability, normality test, ethics of the study, data
collection and data analysis procedure. The purpose of the research is to find out the
relationship between job related factors and organizational factor with career choice among
employees. The study used primary data collection to obtain the findings of their career
choices. Survey questionnaire was used to collect main data.
3.2 Research Design
Research design is a comprehensive plan that focuses on the methods and procedures
for gathering and interpreting the required information (Gwelo, 2019). This research used a
cross-sectional, quantitative approach to investigate the relationship between job related
factors and organizational factor with career choice among employees. The research design
method is particularly suitable for some form of statistical analysis, which is based on a large
and representative sample. Survey research strategies is used to collect the primary data
sources for research using questionnaires.
3.3 Sample and Population
3.3.1 Target Population
The target population of this study is 50 employees who are working in private sector
in Bintulu, Sarawak. Target population of the study includes employees that are working in a
law firm. This particular group of people was chosen because of their ability to make their
own career decisions.
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3.3.2 Sampling Size
This study is conducted to employees who worked in private sector. 50 respondents
are selected randomly from private sector at Bintulu, Sarawak. Sample size representing the
total population was based on the table suggested by Krejcie and Morgan (1970) sample size
measurement, with a population of N=50, the sample size will be 44 employees.
Questionnaires were prepared and distributed to the target respondents. Due to time
constraints, this sample size is suitable for summarizing the target population. The table 3.1
shows the sample size from the given population.
Table 3.1: Table for Determining Sample Size

Note: N is population, S is sample size
Source: Krejcie & Morgan, 1970
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3.3.3 Sampling Technique
A simple random sampling method was used to represent the entire data population.
Simple random sampling is a basic sampling technique that selects a group of samples from a
larger group (population) for research (Thomas, 2020). Every person is chosen at random,
and every member of the population has an equal chances of being included in the sample.
The advantages of a simple random sampling is it is easy to use and accurate representation
of a larger population of people (Depersio, 2018).
3.4 Research Instrument
Data collection instrument used in this study is questionnaire. The instrument is
designed according to the purpose of the study and only involves issues related to the purpose
of the study. The questionnaire is measure by a five (5) point Likert scale (from 1 to 5),
where 1 (Strongly Disagree), 2 (Disagree), 3 (Neutral), 4 (Agree) and 5 (Strongly Agree).
The questionnaire is written in English for better understanding and it is adopted from
previous studies and modified to suit the research topic. Table 3.2 shows the Five Point
Likert Scale and Table 3.3 shows the five section involves in the questionnaire that used in
this study.
Table 3.2: Five Point Likert Scale
Strongly

Disagree

Neutral

Agree

Strongly Agree

2

3

4

5

Disagree
1
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Table 3.3: Content of Questionnaire
Section

Variables

Dimensions

Items

Scale

Instruments

A

Demographics

Gender, age,

-

-

-

information

marital status,

5 Items

five (5) point

The Pay

Likert scale

Satisfaction

academic
qualification,
income level
and length of
employment
B

Salary and

-

benefits

Questionnaire
(PSQ) by
Heneman and
Schwab (1985)
C

Work

-

5 Items

preferences

five (5) point

Work Preference

Likert scale

Inventory
introduced by
Amabile, Hill,
Hennessy and
Tighe (1994)

D

Career

-

5 Items

Advancement
Opportunities
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five (5) point

Career

Likert scale

Development

Assessment by
Whitaker (2018).
E

Career choice

-

5 Items

five (5) point

Career Decision-

Likert scale

Making SelfEfficacy Scale
originated by Betz,
Klein, and Taylor
(1996).

3.5 Pilot Study
In research, pilot study refers to the pre-testing of specific research instruments or
procedures (Gwelo, 2019). Pilot study is particularly valuable when there is little knowledge
of the research topic or the implementation of unprecedented research tools. The main
purpose of the pilot study is to identify problems before conducting the main research, so that
researchers can take corrective actions to improve the research process, thereby improving
the probability of success of the main research.
Pilot test is conducted to confirm that the questionnaire could be understood by the
respondents, and then distributed it to the actual respondents after making some corrections to
the questionnaire. In the test phase, 10 sets of questionnaires were distributed to the
respondents to test the feasibility of the study.
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Table 3.4: Cronbach Alpha Value of Pilot Test
Section

Variables

Cronbach

No. of Items

Alpha Value

No. of
Respondents
Involved

B

Salary and Benefits

0.855

5

10

C

Work Preferences

0.966

5

10

D

Career Advancement

0.819

5

10

Career Choice

0.962

5

10

Overall Statement

0.798

20

10

Opportunities
E

Table 3.4 shows the reliability results for the pilot test. Cronbach’s alpha is a
reliability coefficient indicating the degree to which a set of items are positively correlated
with each other (Sekaran, 2003). The alpha value for reliability should be at least 0.70 or
preferably higher to indicate the reliability of the questionnaire for research purposes. Based
on the table above, all of the variables have the cronbach alpha value more than 0.7. Thus,
this indicated that the instruments used in this study were reliable.
3.6 Validity and Reliability
According to Price et al. (2015), validity refers to situations where inferential
judgment based on specific tests provides expected meaningful results. To determine the
validity of the instruments, content and face validity were used. The validity of the content
verifies the applicability of the instruments. This can be established by comparing the
variables formulated with existing literature. In particular, the validity of the content in this
study was determined through repeated review. Face validity is used to assess the connection
between implication of the item and conceptual meaning.
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Mehrens and Lehmenn (1987) stated that the reliability of the instrument shows the
consistency and dependence of the measure construct. It reflects the situation where the items
in the variable are highly relevant and consistent. Cronbach’s alpha test is used to test the
reliability. According to the standard, a Cronbach value of 0.7 or higher is considered an
acceptable cut-off point for most social science research, which indicates that the items is
reliable. Table 3.4 shows the Cronbach’s Alpha Rule of Thumb.
Table 3.5: Cronbach’s Alpha Rule of Thumb
Cronbach’s Alpha

Internal Consistency

α ≥ 0.9

Excellent

0.8 ≤ α < 0.9

Good

0.7 ≤ α < 0.8

Acceptable

0.6 ≤ α < 0.7

Questionable

0.5 ≤ α < 0.6

Poor

α < 0.5

Unacceptable

3.7 Normality Test
The normality test is used to test the normality of the data in order to determine its
distribution shape. The distribution shape should be normally distributed around the
predictive dependent variable score. When the normal distribution is on the diagonal of a
straight line, it forms a probability plot. A normal probability plot, also known as a quantilequantile (Q-Q) plot, is a scatterplot generated by plotting two groups of quantiles against each
other (Pawan, 2019). Q-Q plot shows the distribution of data relative to the expected normal
distribution. The results of Q-Q plot are obtained, which will indicate whether the data is
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normally distributed. If the data is approximately normally distributed, the points will be at or
near the straight line.

Figure 3.1: Q-Q Plot for Salary and Benefits

Figure 3.2: Q-Q Plot for Work Preferences
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Figure 3.3: Q-Q Plot for Career Advancement Opportunities

Figure 3.4: Q-Q Plot for Career Choice
Based on Figure 3.1 to 3.4, the results shows that all variables are normally
distributed. Most points was approximately fall on or near to the straight line. Thus, it can be
assumed that the data represents normal distribution.
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3.8 Ethics of Study
Research ethics is very important to ensure the dignity and rights of research
participants is being protected. Full consent was obtained from the participants before the
study. Researcher ensure that the privacy of the research participants is protected. The
information obtained from participants during the research is confidential. Moreover, the
participants were provided with any necessary information for their understanding of the
nature of the study. There are no bias when distribute questionnaires to the participants.
3.9 Data Collection Procedure
In this study, the primary data collection is to gain information related to the questions
required by the research objectives. Questionnaire survey is used as a research tool for
collecting primary data. Each section of the questionnaire contains standardized questions.
The questionnaires distributed to the respondents are easy to understand and readable. In
addition to this, researcher also used online survey method to collect primary data as it can
cover target respondents who are not accessible to researchers. This is also an inexpensive
way to collect data.
Secondary data is data that has been collected. Secondary data can be found through
journals and articles from online journal database that have been collected. It helps to make
the primary data collection more specific so that researcher can identify which defects and
any other information needs to be collected. Emerald, Jstor journals and Science Direct
online database are mainly used because it saves time, inexpensive and easy to obtain data.
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3.10 Data Analysis Procedure
3.10.1 Descriptive Statistics
This study uses descriptive statistics, which is presented using numbers, tables, charts
and graphs to describe, organize, summarize and present the raw data. Data such as gender,
age, marital status, academic qualification, income level and length of employment are
processed through descriptive statistics. Descriptive statistics are used to present quantitative
reports in a more manageable structure (William, 2006). This data analysis is important
because it allows to present the collected raw data in a simpler and more meaningful way.
This data analysis is important as it enables the raw data collected to be presented in a
simpler and more meaningful way.
3.10.2 Inferential Statistics
Statistical Package of Social Science (SPSS) Software version 23 was used in the
research to find the result of the statistical methods of inferential statistics. The reliability of
the data collected was examined by using Cronbach’s Alpha. The strength of relationship
between independent and dependent variable were measured using Pearson Correlation
Coefficient analysis. The Table of test was shown below:

29

Table 3.6: Research Hypotheses and Pearson Correlation
Research Hypotheses

Type of Test

H𝑎1 : There is a significant relationship

Pearson Correlation

between salary and benefits and career
choice.
H𝑎2 : There is a significant relationship

Pearson Correlation

between work preferences and career
choice.
H𝑎3 : There is a significant relationship

Pearson Correlation

between career advancement opportunities
and career choice.

3.11 Summary
This chapter discusses the research methodology involved in this study. Statistical
Package of Social Science (SPSS) Software version 23 is used to analyse the data collected
from respondents. Questionnaires distributed to respondents who work in private sector. This
chapter outlines the research design, sample and population, research instruments, pilot study,
normality test, validity and reliability, ethics of the study, data collection and data analysis
procedures. The methodology adopted is supported by the reasons why it is carried out in this
way.
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CHAPTER FOUR
FINDINGS AND DISCUSSIONS
4.1 Introduction
This chapter presents the findings and discussions of the study. The Statistical
Package of Social Science (SPSS) Software version 23 is used to interpret and analyse data.
This chapter first discuss the demographic characteristics of respondents such as gender, age,
marital status, academic qualification, income level and length of employment. Next, SPSS
inferential statistics which is the Pearson correlation coefficient is used to test the research
hypotheses. Lastly, is the summary of this chapter.
4.2 Descriptive Statistics
In this study, descriptive statistics were used to describe the demographic data of the
respondents. The researcher presented the demographics information of respondents such as
gender, age, marital status, academic qualification, income level and length of employment in
the form of tables and charts.
4.2.1 Gender
Table 4.1: Distribution of Respondents Based on Gender
Gender

Frequency Percent
Valid Male

Valid

Cumulative

Percent

Percent

20

45.5

45.5

45.5

Female

24

54.5

54.5

100.0

Total

44

100.0

100.0
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Figure 4.1: Pie Chart for Distribution of Respondents Based on Gender

The pie chart above shown the distribution of respondents based on gender. Out of 44
respondents, 45.45% of respondents are male and 54.55% of respondents are female. This
indicated that majority of the respondents who participated in this study was female.
4.2.2 Age
Table 4.2: Distribution of Respondents Based on Age
Age

Frequency Percent
Valid

25 years old and

Valid

Cumulative

Percent

Percent

9

20.5

20.5

20.5

26-35 years old

9

20.5

20.5

40.9

36-45 years old

14

31.8

31.8

72.7

below

32

46 years old and

12

27.3

27.3

44

100.0

100.0

100.0

above
Total

Figure 4.2: Bar Chart for Distribution of Respondents Based on Age

As shown in the Figure 4.2, there are 14 respondents (31.80%) which is the greatest
number of respondents fall into the age range of 36-45 years old followed by 12 respondents
(27.30%) aged 46 years old and above. Based on the figure, there are the same number of
respondents which is 9 respondents (20.50%) are from age group of 25 years old and below
and 26-35 years old respectively.
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4.2.3 Marital Status
Table 4.3: Distribution of Respondents Based on Marital Status
Marital_status

Frequency Percent
Valid Single

Valid

Cumulative

Percent

Percent

15

34.1

34.1

34.1

Married

26

59.1

59.1

93.2

Divorced

2

4.5

4.5

97.7

Widowed

1

2.3

2.3

100.0

44

100.0

100.0

Total

Figure 4.3: Pie Chart for Distribution of Respondents Based on Marital Status
Based on Figure 4.3, the pie chart shows that majority of the respondents are married
which represent 59.09% that is 26 respondents out of 44 respondents. Meanwhile, 34.09%
respondents are single followed by 4.55% of the respondents were divorced. There is only 1
or 2.27% respondent is widowed.
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4.2.4 Academic Qualification
Table 4.4: Distribution of Respondents Based on Academic Qualification
Academic_qualification

Frequency Percent
Valid SPM/STPM
Diploma
Bachelor's degree
Master's degree
Total

Valid

Cumulative

Percent

Percent

6

13.6

13.6

13.6

8

18.2

18.2

31.8

27

61.4

61.4

93.2

3

6.8

6.8

100.0

44

100.0

100.0

Figure 4.4: Pie Chart for Distribution of Respondents Based on Academic Qualification
Based on Figure 4.4, most of the respondents have completed their Bachelor’s degree
which represent 61.36% that is 27 respondents out of 44 respondents. Meanwhile, 18.18%
respondents have completed their Diploma followed by 13.64% of respondents have
completed their SPM/STPM. There is only 3 or 6.82% respondents have Master’s Degree.
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4.2.5 Income Level
Table 4.5: Distribution of Respondents Based on Income Level
Income_level

Frequency Percent
Valid

Below RM2,000

Valid

Cumulative

Percent

Percent

11

25.0

25.0

25.0

RM2,001-RM3,000

4

9.1

9.1

34.1

RM3,001-RM4,000

8

18.2

18.2

52.3

RM4,001 and above

21

47.7

47.7

100.0

Total

44

100.0

100.0

Figure 4.5: Bar Chart for Distribution of Respondents Based on Income Level
As shown in the Figure 4.5, there are 21 respondents (47.70%) which is the greatest
number of respondents earn RM 4,001 and above followed by 11 respondents (25.00%) earn
below RM2,000. Furthermore, there are 8 respondents (18.20%) is earning the range between
RM3,001 to RM4,000. Only 4 respondents (9.10%) earning the range between RM2,001 to
RM3,000.
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4.2.6 Length of Employment
Table 4.6: Distribution of Respondents Based on Length of Employment
Length_of_employment

Frequency Percent
Valid

Valid

Cumulative

Percent

Percent

Less than 1 year

6

13.6

13.6

13.6

1-3 years

5

11.4

11.4

25.0

4-6 years

9

20.5

20.5

45.5

More than 6 years

24

54.5

54.5

100.0

Total

44

100.0

100.0

Figure 4.6: Bar Chart for Distribution of Respondents Based on Length of Employment
Based on Figure 4.6, the majority of respondents have length of employment for more
than 6 years with 24 respondents (54.50%). Meanwhile, there are 9 respondents (20.50%)
have been employed for period between 4 to 6 years and 6 of the respondents (13.60%) have
been employed for less than 1 year. The lowest is only 5 of the respondents (11.40%) have
length of employment between 1 to 3 years.
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4.3 Inferential Statistics
Inferential statistics is used to determine whether the hypotheses is failed to be
rejected or rejected. In this section, Pearson Correlation Coefficient is used to determine the
relationship between variables.
4.3.1 Relationship between salary and benefits and career choice
H𝑎1 : There is a significant relationship between salary and benefits and career choice.
Table 4.7: Correlation between Salary and Benefits and Career Choice
Correlations
Salary_and_
Benefits
Salary_and_Benefits Pearson

Career_Choice
1

.589**

Correlation
Sig. (2-tailed)
N
Career_Choice

Pearson

.000
44

44

.589**

1

Correlation
Sig. (2-tailed)
N

.000
44

44

The Pearson Correlation is used to present the relationship between salary and
benefits and career choice. The independent variable is salary and benefits and the dependent
variable is career choice. Based on the Table 4.7 above, the Pearson Correlation analysis
between salary and benefits and career choice showed that the r-value was equal to 0.589. It
shows moderate positive correlation between two variables. Since the p-value was equal to
0.000 which is lower than 0.05, it means that there was a significant relationship between
salary and benefits and career choice. Thus, the first alternate hypothesis which is stated that
there is a significant relationship between salary and benefits and career choice is accepted.
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4.3.2 Relationship between work preferences and career choice
H𝑎2 : There is a significant relationship between work preferences and career choice.
Table 4.8: Correlation between Work Preferences and Career Choice
Correlations
Work_Preferences
Work_Preferences Pearson

Career_Choice

1

.753**

Correlation
Sig. (2-tailed)

.000

N
Career_Choice

Pearson

44

44

.753**

1

Correlation
Sig. (2-tailed)

.000

N

44

44

The Pearson Correlation is used to present the relationship between work preferences
and career choice. The independent variable is work preferences and the dependent variable
is career choice. Based on the Table 4.8 above, the Pearson Correlation analysis between
work preferences and career choice showed that the r-value was equal to 0.753. It shows high
positive correlation between two variables. Since the p-value was equal to 0.000 which is
lower than 0.05, it means that there was a significant relationship between work preferences
and career choice. Thus, the second alternate hypothesis which is stated that there is a
significant relationship between work preferences and career choice is accepted.

39

4.3.3 Relationship between career advancement opportunities and career choice
H𝑎3 : There is a significant relationship between career advancement opportunities and career
choice.
Table 4.9: Correlation between Career Advancement Opportunities and Career Choice
Correlations
Career_Advancement_
Opportunities
Career_Advancement_

Pearson

Opportunities

Correlation

Career_Choice
1

.787**

Sig. (2-tailed)

.000

N
Career_Choice

Pearson

44

44

.787**

1

Correlation
Sig. (2-tailed)

.000

N

44

44

The Pearson Correlation is used to present the relationship between career
advancement opportunities and career choice. The independent variable is career
advancement opportunities and the dependent variable is career choice. Based on the Table
4.9 above, the Pearson Correlation analysis between career advancement opportunities and
career choice showed that the r-value was equal to 0.787. It shows high positive correlation
between two variables. Since the p-value was equal to 0.000 which is lower than 0.05, it
means that there was a significant relationship between career advancement opportunities and
career choice. Thus, the third alternate hypothesis which is stated that there is a significant
relationship between career advancement opportunities and career choice is accepted.
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4.4 Summary of Hypothesis Testing
Table 4.10: Summary of Hypothesis Testing

𝐇𝒂𝟏

𝐇𝒂𝟐

𝐇𝒂𝟑

Statement of Hypothesis

Test Performed

Results

There is a significant relationship

Pearson Correlation

r= 0.589

between salary and benefits and

p= 0.000, p<0.05

career choice.

Accepted

There is a significant relationship

Pearson Correlation

r= 0.753

between work preferences and career

p= 0.000, p<0.05

choice.

Accepted

There is a significant relationship

Pearson Correlation

r= 0.787

between career advancement

p= 0.000, p<0.05

opportunities and career choice.

Accepted

4.5 Summary
This chapter emphasized the data analysis of the study. Descriptive statistics was used
to describe the demographics information of respondents. Meanwhile, inferential statistics
which is Pearson Correlation Coefficient was used to analyse the relationship between
independent variables and dependent variable. The results were discussed in this chapter.
Lastly, is the summary of the findings.
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CHAPTER FIVE
SUMMARY, DISCUSSION, IMPLICATIONS, RECOMMENDATION AND
CONCLUSION
5.1 Introduction
This chapter discussed about the research summary and followed by discussion of
research findings. Next, this chapter highlights the implications of the study and also
proposed some recommendations to some parties. Finally, a conclusion is made based on this
study.
5.2 Research Summary
Career decision-making is a process that everyone must go through. It requires indepth thinking and in-depth research, and is accompanied by many complications. Career
choices have a lasting impact on individuals. It can predict and determine one’s expected
income level, as well as the nature of their work, and thus leave a mark on their personality,
behaviour and opinions. Wrong career choice will also give a negative impact to an
individual. This study focus on the relationship between job related factors and organizational
factor with career choice among employees. The purpose of this research is to determine the
relationship between job related factors which consists of salary and benefits and work
preferences and organizational factor which consists of career advancement opportunities
with career choice.
This research used a cross-sectional, quantitative approaches which utilize
questionnaire survey as a research tool for collecting primary data. Statistical Package of
Social Science (SPSS) Software version 23 is used to analyse the data. Descriptive statistics
is used to analyse the demographic information of respondents including numbers, tables,
charts and graphs to describe, organize, summarize and present the raw data. Data such as
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gender, age, marital status, academic qualification, income level and length of employment
are processed through descriptive statistics. The reliability of the data collected was examined
by using Cronbach’s Alpha test. Pearson Correlation Coefficient analysis is used to determine
the strength of relationship between independent and dependent variable.
The first objective of this study is to identify the relationship between salary and
benefits and career choice. Based on the findings, the Pearson Correlation analysis between
salary and benefits and career choice showed that the r-value was equal to 0.589. There is a
moderate positive correlation between two variables. Since the p-value was equal to 0.000
which is lower than 0.05, it means that there was a significant relationship between salary and
benefits and career choice. Thus, the first alternate hypothesis is accepted.
The second objective of this study is to identify the relationship between work
preferences and career choice. Based on the findings, the Pearson Correlation analysis
between work preferences and career choice showed that the r-value was equal to 0.753.
There is a high positive correlation between two variables. Since the p-value was equal to
0.000 which is lower than 0.05, it means that there was a significant relationship between
work preferences and career choice. Thus, the second alternate hypothesis is accepted.
The last objective of this study is to identify the relationship between career
advancement opportunities and career choice. Based on the findings, the Pearson Correlation
analysis between career advancement opportunities and career choice showed that the r-value
was equal to 0.787. There is a high positive correlation between two variables. Since the pvalue was equal to 0.000 which is lower than 0.05, it means that there was a significant
relationship between career advancement opportunities and career choice. Thus, the third
alternate hypothesis is accepted.
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5.3 Discussion of Research Findings
This section discussed the findings of this research. The discussion about the research
findings is based on the research hypotheses and research objectives proposed in the study.
5.3.1 Objective 1: To identify the relationship between salary and benefits and career
choice.
𝐇𝒂𝟏 : There is a significant relationship between salary and benefits and career choice.
Based on the findings on Pearson Correlation analysis between salary and benefits
and career choice (r=0.589, p=0.000<0.05) shows that there was a moderate positive
correlation between two variables. Since the p-value is lower than 0.05, it means that there
was a significant relationship between salary and benefits and career choice. Thus, the first
alternate hypothesis is accepted.
The finding is consistent with the study conducted by Achim et al. (2019) regarding
the influence of salary and benefits, work environment and job security on employee career
decision making. Based on their findings of Pearson correlation analysis shows that salary
and benefits have significant relationship with career decision making. Chong et al. (2013)
also pointed out that when measuring job choice preferences, salary is one of the motivating
factors for career decision-making. According to Maslow’s theory of needs, individual were
motivated to choose a career to satisfy their needs accordingly. Stable income is the basic
needs to support their own lives and pay for living, food, water and electricity and other basic
needs. Salary is one of the company’s payment obligations to employees which impact the
short-term and long-term financial status of employees to the company and individuals.
Increasing the salary and benefits that provided by the organization to employees will
improve the performance of employees.
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Furthermore, based on the research conducted by Humayon et al. (2018) and Meddour
et al. (2016) the findings shows that there is a significant relationship between economic
consideration and career choice. The economic circumstances refer to the local economic
situation in which an individual seeks a career (Meddour et al., 2016). It is indicated that the
country’s economic growth is related to the increase in the employment rate and the increase
in people’s spending power. When the business grows, there will be some expansion and
more job opportunities. This will naturally attract individuals to these fields as they saw great
potential for growth in life and stable income. Individuals tend to look for high-paying and
economically stable careers. Many people want to pursue a career that can provide them with
a solid foundation for a better standard of living.
In addition, Silaban & Shah (2018) findings stated that appropriate salary will reduce
employees' willingness to leave. Employees who are dissatisfied with the salary they receive
tend to look for another alternative jobs and this will cause the changes of their career path.
Salary satisfaction can be seen as a person who is satisfied with salary when their perception
of salary matches expectations. Satisfied people tend to stay in the organization, but
dissatisfied people choose to leave the organization. Therefore, by increasing employee’s
satisfaction with salary and compensation will reduce turnover rate.
5.3.2 Objective 2: To identify the relationship between work preferences and career
choice.
𝐇𝒂𝟐 : There is a significant relationship between work preferences and career choice.
Based on the findings on Pearson Correlation analysis between work preferences and
career choice (r=0.753, p=0.000<0.05) shows that there was a high positive correlation
between two variables. Since the p-value is lower than 0.05, it means that there was a
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significant relationship between work preferences and career choice. Thus, the second
alternate hypothesis is accepted.
The findings is consistent with past research conducted by Selvanathan et al., (2016)
shows that there is a strong positive association between work preferences and career choice.
This indicated that with the increase in the diversity of job, flexible working hours and
privacy, preferences for such career are also increasing. This result is supported by Terjesen
et al., (2007) research on the influence of working preferences on career choice decisions.
The results show that individuals attach great importance to the care they receive at work, a
friendly environment, the diversity of daily work, and dynamic, forward-looking methods,
which will increase their chances of working in the company. This result also supported by
Glen (2006), who pointed out that Generation Y like to work and strive to work in an
organization that provide physical safety, a friendly working environment, and a positive
working environment. Based on Maslow’s theory of needs, a comfortable working
environment will be a motivating tool for choosing a career.
Furthermore, the findings of research conducted by Durgut and Pehlivan (2019) and
Omar et al., (2015) shows that there is significant positive relationship between work
environment towards job selection preferences. The work environment may consist of
experienced and friendly colleagues, work location, type of work performed, and training
opportunities provided by organization. In addition to being interested to earn for a living,
people are also put great value in overall work experience, job scope, workplace, colleagues,
etc. Therefore, work environment satisfaction is related to job satisfaction. A positive
working environment is an important attribution for employees.
In addition, from the study done by Achim et al., (2019) shows that work environment
and job security have significant relationship with career decision making. It is indicated that
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a company with a good working environment enables employees to have more interaction
with other subordinates, which makes it easier and more effective to build relationships. A
good working environment will enable employees to make good decisions within the
organization, thereby increasing employees' job satisfaction (Dejendran & Farid, 2013).
Based on SCCT theory which indicates that individuals are more prefer to pursue occupations
that they believe will bring positive results for example, paid work, self-satisfaction, and
admiration. Lack of effective communication with management and colleagues will increase
employees' willingness to leave the organization. This will cause the increase of turnover
rate. In terms of job security, Generation Y put greater value on this aspect. They prefer to
work in a company that can definitely able to keep their job when making career decisions.
Job security is defined as a condition in which the employer assures employees that they will
be protected from damage to the outcome which will cause to dismissal by the organization
(Gelinas, 2005). Job security is a person’s perception of stability and job continuity.
Therefore, individuals prefer to look for organization that can provide them with a higher
level of job security.
5.3.3 Objective 3: To identify the relationship between career advancement
opportunities and career choice.
𝐇𝒂𝟑 : There is a significant relationship between career advancement opportunities and
career choice.
Based on the findings on Pearson Correlation analysis between career advancement
opportunities and career choice (r=0.787, p=0.000<0.05) shows that there was a high positive
correlation between two variables. Since the p-value is lower than 0.05, it means that there
was a significant relationship between career advancement opportunities and career choice.
Thus, the third alternate hypothesis is accepted.
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The result was aligned with Maslow’s theory of needs which indicates that in order to
meet the need for self-actualization, employees should be given opportunities for
advancement and responsibility in order to fully utilise their abilities. Based on the previous
done by Selvanathan et al., (2016), the findings shows that there is a strong positive
correlation between career advancement opportunities with career choice. The research
indicated that opportunities such as training, promotion and any other career development
opportunities increase, the possibility of individuals choosing such career paths also
increases. According to Aycan and Fikret-Pasa (2003), career advancement opportunities is
always one of the main motivational tools for job selection criteria. Career development
achieves a balance between the employee's personal professional needs and the organization's
workforce requirements. One reason for the low turnover rate is that there is an opportunity
for promotion, so employees can feel that if they stay in the company, they can be promoted
in their careers.
In addition, according to Kraimer et al. (2011), career opportunities are depends on
employee’s career plans and goal setting. Their main findings indicate that employee
perceptions of Organizational Development Support (OSD) and Perceived Career
Opportunity (PCO) significantly predict job performance and turnover. Their results show
that when employees see many attractive career opportunities in the organization, it leads to
higher job performance and lower turnover rates.
5.4 Implication of Study
This research emphasizes the relationship between job related factors and
organizational factor with career choice among employees. Through the overall results of the
study, some important effects should be noted to reduce the turnover rate. In this study, the
researcher found that salary and benefits, work preferences and career advancement
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opportunities have significant relationship with career choice among employees. Today's
employees are most concerned about their job security, promotion and promotion
opportunities, working environment, authority, management quality and interpersonal
relationships. These results will help employers better understand them when recruiting new
recruits.
Furthermore, this research also provides employers with ways to attract and retain
talent. Since employees are more concerned about salary and benefits, work preferences and
career advancement opportunities, future employers will often look for new and different
ways to attract them. This can also be a way for employers to reduce the company's turnover
rate. The employer can clearly understand what employees need to continue working with the
company and to attract new talent. Employers should care about employees in order to retain
and attract them as company employees. Moreover, this research help employers to determine
which method is best for advertising their job vacancies.
Factors such as growth opportunities and work preferences are related to employee’s
career choices. The results show that practitioners taking measures to cultivate employees to
promote their organizational growth opportunities and work culture which can help them to
increase job satisfaction to reduce turnover rate. This is because the current generation of
employees pay more attention to self-development (Gokuladas, 2010; Abbasi and Sarwat,
2014).
In addition, the career choice decision of employees depends on the preference for
employee on their salary and benefits. The research results suggest that practitioners should
provide relevant requirements related to different remuneration packages (including all
components of remuneration). For example, paid packages, opportunities and threats in
different locations, market dynamics (Albugamy, 2014). This research provide insight to
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professional training and development plans to attract more outstanding employees who are
more concerned about promotion opportunities. This study clearly stated that salary and
benefits are important motivations for career choices, which provide stability and security,
and may bring social prestige.
5.5 Recommendations of the Study
Based on the findings of this study, some of recommendations are made to these
parties.
5.5.1 Recommendation for Future Research
After completing this research, researcher have discovered a few possible ways to
improve the quality of this research in the future. In this study, the researcher only covered a
few variables which is job related factors (salary and benefits and work preferences) and
organizational factor (career advancement opportunities) that related to career choice among
employees. Researcher may ignore certain important factors that also play an important role
in career decision-making process. Therefore, other factors can be more emphasized in future
research. In this study, the researcher conducted in-depth research on the factors of salary and
benefits, work preferences and career advancement opportunities. Therefore, more attention
should be paid to other factors in future research to obtain new discoveries. In addition,
comparisons between different locations are also encouraged. Since this research project only
focus on Bintulu, Sarawak, and the results may be different in other states in Malaysia.
Therefore, future researchers are recommended to conduct such research in other locations, to
generate new discoveries. By increasing the sample size, the accuracy and reliability of the
results can be improved. In this study, researcher distributed 50 questionnaires to employees
in private sector. These questionnaires may not be comprehensive enough to represent the
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entire population. Thus, in order to obtain a large sample size, future researcher can distribute
to all states in Malaysia to collect more data in order to improve the accuracy and reliability.
5.5.2 Recommendation to Organization
In this research, organization need to adopt a significant way to determine and
investigate the relationship between the selected factors with career choice among employees.
In addition to the loyalty of employees to the organization, the career decision-making factors
which will also lead to turnover intention are also crucial to improving the quality of
employees. Other than that, it is crucial for company to know the needs of job seekers and
employees in order to hire potential candidates and to reduce job hopping rate. By identifying
these needs, the organization's policies can be improved and formulated to ultimately increase
its effectiveness and efficiency. In addition, for the organization, it is important to be aware
of the problems that occur in the organization and the needs of the employees to overcome
these problems and improve the performance of employees. This will lead to the
organization's goal to make the quality of the employees exceed the quantity.
5.5.3 Recommendation for Enhancement of Practice for Relevant Parties
It is recommended that future studies examine the relationship between job related
factors and organizational factor with career choice among employees comprehensively. This
is especially effective in an organizational environment, where personal goals can be aligned
with organizational goals. It is also possible to further study the impact and effectiveness of
career support activities on career choices and the entire career decision-making process.
It is hoped that the determined factors that associated with career choices can help
career consultants and human resource practitioners who are responsible for career guidance,
career management, and recruitment strategies. Recruitment should have been concentrated
on people that are seeking for a desire job, so when making career choices or after
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completing their studies, individuals should have been exposed to possible careers relevant
industry. This is especially important because most people say that a decisive factor in their
career choice is related to someone in the career field. Career promotion may also make
individuals interested in possible career choices, because the research shows that work
preferences is associated with career choices. Understanding work preferences of current
trends may help to attract the potential candidates to stretch their abilities in the workplace.
Based on this finding, it is strongly recommended that the management design the
employee’s job scope to suit their knowledge, skills and abilities. In this case, the direct
manager plays an important role to ensure that each employees is assigned an appropriate
scope of work to keep them motivated in their daily work. The scope of work given should
not be a purely routine task, it is best to include some kind of work assignment to expand the
employee’s ability to solve problems. In addition, this research also proves that salary and
benefits are associated with employees' career choices. Therefore, in addition to attracting
new talents by promoting the challenging nature of work, human resource management can
also focus on promoting attractive salary programs to attract potential candidates, such as
salary, benefits, bonuses, etc.
5.6 Conclusion
In conclusion, it is shown that salary and benefits, work preferences and career
advancement opportunities have significant relationship with career choice among
employees. Therefore, career choices regarding career paths should be addressed in a way
that enables individuals whether they are graduates or employees to understand these factors,
their impact, and the process that allows them to be resolved through guidance in order to
make more effective career choices. In retrospect, it is obvious that career choice is not just a
specific aspect of personal life, but the satisfaction of personal, environmental, and
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psychological needs. This research attempts to investigate the relationship between job
related factors and organizational factor with career choice among employees.
The research helps provide basic information about the job related factors and
organizational factor with career choices. It is also important to consider job related factors
and organizational factor when making career decisions. If an individual wants to succeed,
they need to have an inherent motivation in their career choice. It is worth emphasizing that
making the right career choice helps people to be satisfied with their job. In essence, people
who make the right career choice not only able to experience job satisfaction, but also result
in better job performance.
In addition, this finding can guide other researchers to determine the factors that
associated with employees' career choices. Last but not least, this research helps employees
make the right career decisions, and employers can also identify important trends and factors
in the recruitment process.
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RESEARCH TITLE:
THE RELATIONSHIP BETWEEN JOB RELATED FACTORS AND
ORGANIZATIONAL FACTOR WITH CAREER CHOICE AMONG EMPLOYEES
The purpose of this study is to investigate the relationship between job related factors and
organizational factor with career choice among employees. All the information obtained from
the questionnaire will be used for academic purposes only and be kept confidential. Respondent
are requested to answer all questions. Your honesty and cooperation in answering these
questions is most appreciated to facilitate the progress of research.
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Section A: Demographics Information
This section contains a set of question about your personal details. Please tick (√) your answer
in the spaces provided.
1. Gender

Male
Female

2. Age

25 years old and below
26 - 35 years old
36 - 45 years old
46 years old and above

3. Marital status

Single
Married
Divorced
Widowed

4. Academic qualification

SPM/STPM
Diploma
Bachelor’s degree
Master’s degree
PhD

5. Income level

Below RM 2,000
RM 2,001-RM 3,000
RM 3,001-RM 4,000
RM4,001and above

6. Length of employment

Less than 1 year
1-3 years
4-6 years
More than 6 years
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Section B: Salary and Benefits
Please tick (√) the response scale to indicate the degree of your agreement or disagreement
with each statement.
RESPONSE SCALES:
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree
No.
1.

Statement

1

2

3

4

5

I would choose a job that will provide me an
opportunity to achieve a good standard of living.

2.

I am satisfied with my current salary.

3.

I am satisfied with the company’s pay structure.

4.

I am rewarded for the quality of my efforts.

5.

I am satisfied with the amount the company pays
my benefits.

Section C: Work Preferences
Please tick (√) the response scale to indicate the degree of your agreement or disagreement
with each statement.
RESPONSE SCALES:
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree
No.
1.

Statement

1

I want my work to provide me with opportunities
for increasing my knowledge and skills.

2.

I prefer jobs where I know I can stretch my
abilities.

3.

I am strongly motivated by the recognition I can
earn from other people.

4.

It is important for me to be able to do what I enjoy
most.

5.

It is important for me to have an outlet for selfexpression.
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2

3

4

5

Section D: Career Advancement Opportunities
Please tick (√) the response scale to indicate the degree of your agreement or disagreement
with each statement.
RESPONSE SCALES:
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree
No.
1.

Statement

1

2

3

4

5

I am satisfied with the available career
advancement opportunities.

2.

The organization is dedicated to my professional
development.

3.

I am satisfied with the job-related training the
organization has to offer.

4.

I am satisfied with the opportunities to apply my
expertise and talents.

5.

I

am

satisfied

with

the

investment

the

organization makes education and training.

Section E: Career Choice
Please tick (√) the response scale to indicate the degree of your agreement or disagreement
with each statement.
RESPONSE SCALES:
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree
No.
1.

Statement

1

2

3

I choose a career that will fit my preferred
lifestyle.

2.

I identify employers, firms institutions relevant to
my career possibilities.

3.

I have made plans about my future career path.

4.

I decide what I value most in an occupation.

5.

I find out about the average yearly earnings of
people in an occupation.
THANK YOU FOR YOUR TIME AND COOPERATION
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4

5

APPENDIX B
CONSENT LETTER

65

