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Abstract

The aim of this research was to examine the predictors of career transition success among
second-career novice teachers. Specifically, the research examined the importance of the
following variables; protean career, self-efficacy, perceived organizational support and
organizational socialization. A self-report questionnaire was used to obtain data from a sample
of Selangor novice teachers in secondary and primary schools (N = 150). The findings showed
that self-efficacy and organizational socialization were significant predictors of career transition
success. Theoretical and practical implications of the research were discussed.
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Introduction

Researchers have shown an increasing interest in examining successful career transition in
various occupations such as military to teaching (Baruch & Quick, 2007; Vigoda-Gadot, Baruch
& Grimland, 2010; Robertson, 2010), professional career to teaching (Jorissen, 2003; Mayotte,
2003; Tigchelaar, Brouwer & Vermunt, 2010; Williams, 2010; Lee, 2011) and practitioner to
academia (Goodman & Pappas, 2000; Simendinger, Puia, Kraft & Jasperson, 2000). In line with
these, Robertson (2010) had justified for measuring the successful transition using life
satisfaction scale. In addition, Vigoda-Gadot et al. (2010) indicated success in second-career can
be conceptualised as life satisfaction, career satisfaction, tenure in new job, turnover intentions
and number of jobs.

In this research, we examine career satisfaction of second-career teacher. Heslin (2005) had
pointed out that career satisfaction is the largely widespread operationalization of subjective
career success. According to Webster’s Dictionary (1986), job satisfaction mention of how fit a
profession offer fulfilment of a demand or necessitate, or how fit it provide as a foundation or
means of gratification. Moreover, subjective career success refers to sentiment of contentment
and accomplishment regarding individual’s career (Seibert, Crant & Kraimer, 2001).
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In the past, there have been numerous research on career transition which mainly hub on
Western region for instance the United State and other European nations (Sun & Wang, 2009).
The trend of career transition is up till now to be sufficiently discovered in countries exterior
(Sun & Wang, 2009). Studies on the changing stable traditional system to turbulent
contemporary career systems also facing the scarce evidence but nevertheless of high
importance (Baruch & Quick, 2007; Vigoda-Gadot et al., 2010). Moreover, individuals who
change career to perform in the second-career need the support from the organization to make
the transition successful, and this phenomenon is a novel and the implication for reinforcement
for second career is fewer notorious (Vigoda-Gadot et al., 2010). Nevertheless, studies had
focused on career transition among physicians (Thompson, 2002), psychologists (Carless, 2007),
managers (Clarke, 2008), military retirees (Baruch & Quick, 2007, Vigoda-Gadot et al., 2010) but
very few studies have concentrated on teachers (William, 2010; Taylor & Hallam, 2011).
Changing careers among working professionals moving into teaching career is a relatively new
phenomenon (Lee, 2010). Priyadharshini and Robinson-Pant (2003), Richardson and Watt
(2005) view career transitions studies as relatively limited, and therefore Lee and Lamport
(2011) and William (2010) highlight the need for more research to be conducted in the area.

The phenomenon involved second-career teacher, whereby they are new teacher who have
been posting to school after fulfilled teacher training either in Teacher Education Institute or
Higher Education Institute and had served for at least three years. According to the Malaysia
statistic, there are at present in excess of over 175,000 candidates for the teaching profession
in Malaysia each year with 20,000 fresh recruit teachers positioned into schools yearly
(Malaysia, 2010). Hence, it is very important to study what are the factors influencing successful
career transition among practitioners who chosen teaching as their second career.

In this study, successful career transition was conceptualised as career satisfaction.
Understanding factors predicting individual career transition shall help in assisting individuals to
achieve their goals. This issue is significant for theoretical evolution, policy development and
practices. To theoretical evolution, this study enhances Schlossberg’s model of analyzing human
adaptation to transition by providing support from the non-western perspective. To policy
development, the findings of this study may lead to significance of individual potential,
organization prospectus and human capital reinforcement. To practitioners, the findings will
hut lights for novice teachers as they enquire about to offer knowledge-based experience
conceive to most excellent educate and these sole educationalist by highlight the worth of
former job practices in the training progression. This research is also useful to school
administrators in distinguishing the potential of this second-career teacher, which is obviously
unlike from the customary entrant to the teaching career (Lee & Lamport, 2011).

The article is sort out as follows: we start with the meaning of career and career transition,
followed by a review on the The Schlossberg’s (1995) Transition Theory. The section continues
with reviews on the relationships between all involving predictors and second-career teachers’
successful career transition (career satisfaction). The next section describes the methodology,
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followed by analysis and results. Then, discussion and implication of the study have been
discussed. Lastly, the study provides some conclusion and study limitation and future studies.

The definition of career transition success

The term career transition has been used to refer to the period during which an individual is
either changing roles (taking on different role) or changing an orientation to a role already held
(Louis, 1980, p. 202). Specifically, Heppner, Multon, and Johnston (1994) mention three types
of career changers (career transition); task change, position change and occupational change. In
this study, we choose the occupational change, referring to a transition from one set of duties
to a different set which may include a new work setting (e .g., practitioner cum teacher).

Studies have shown that those with changing career patterns experienced more satisfaction in
their present career than those with stable career pattern, which may indicate greater career
satisfaction during post-transition (Jepsen & Choudhuri, 2001). Post-transition is also called
moving-out (Schlossberg, 1981) and in this study is referring to practitioners already began
teaching in school. Career satisfaction was use as an indicator for successful career transition.

The definition of career satisfaction varies, from simply the feeling an individual has about his
or her job (Smith, Kendall & Hulin, 1969) to the following definition is essentially the
psychological disposition of people toward their work (Schultz, 1982). The meaning has been
evolved through the decades, but most of the theorist shares the belief that career satisfaction
is a work-related positive affective reaction (Worrell, 2004).

In this section, we conclude that successful transition can be examined through career
satisfaction and we attempt to explain the phenomenon of successful career transition using
Schlossberg’s model of human adaptation of transition. This will be discussed in the next
section.

Table 1: Synthesis of Career Transition Success Measures

Studies Context of Career Transition success
employers Measures
Baruch and Quick Retired Navy External career success
(2007) admirals to CEO
Internal career success
Vigoda-Gadot, Retirees from Career Satisfaction
Baruch and military and _ .
Grimland (2010) civilian  defense Life Satisfaction
organization to

bl Turnover Intentions
public
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Number of Jobs

Tenure in New Job

Robertson (2010) Military to Life Satisfaction
teaching
Lee and Lamport Professional to Job Satisfaction
(2011) teaching
Hudson (2005) Nurse to nurse Job Satisfaction
manager
Chudzikowski, Business graduates Objective career success
Schiffinger & toteaching (income)

Mayrhofre (2009)
Subjective career success

(Career Satisfaction)

The Schlossberg’s (1995) Transition Theory

This study employed Model of Human Adaptation of Transition (Schlossberg, 1981) to explain
the phenomenon of second-career teachers’ career transition. Career transition is viewed as a
process that occurs over time which means pre-transition, during transition and post transition.
This was indicated by the individual’s approach to the transition, as well as his or her movement
through the transition.

Schlossberg 4S transition model is a useful way to examine individual’s personal and social
dimensions of the transition. The 4S model posits that individuals with transitions based on
evaluation of their unique situation (situation category), their personal qualities (self category),
the support available (support category), and the strategies to plan the transition (strategies
category). Specifically, the model includes a focus on resources of 4S including individual/self,
the transition/situation, support and strategies. Schlossberg’s model also emphasizes the
importance of one’s approach to the transition (including events and non-events), as well as the
type of transition, context of the transition, and impact of the transition.

By using the 4S framework, we identified two sets of factors that have been frequently used as
predictors of successful career transition. These factors are internal or psychological resources,
such as readiness, confidence and personal control as a mechanism for adapting to the
transition. For external resources, there are support and independence, which impacting a
successful transition. This element can be integrated with 4S (Situation, Self, Support and
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Strategies) to provide a useful model for understanding the phenomenon of second-career
teachers’ successful transition.

The ‘situation’ aspect refers to what is happening or what has happened at the time of the
transition. This can be related to confidence which is perceived self efficacy. The ‘self’ aspect
refers to who the transition is happening to because every person handles their transition
differently depending on their demographic variables, characteristics of individual personality,
or psychological resources such as optimism and altruism. It is related to readiness which is
motivation to accomplish the task needed. The ‘support’ factor refers to different types of
support such as social support from family, partner, friends, colleagues or the organisation
support and the roles they play in helping individuals in their transition. This is associated with
the level of fulfilment of perceived need for supports. The ‘strategy’ factor refers to how a
person copes with the transition and may include such as modifying the meaning of the
situation, seeking information, receiving additional training or not taking action. This action is
similar to protean career attitude. There are essential components that are related, which are
feelings of personal responsibility in the career transition process, and how much the person
views the decision about career transition as autonomous (Heppner et al., 1998).

In this paper, we are taking a same approach in order to adopt from previous research in
classifying predictors. Further, we entitle the predictors according two main factors; “individual-
related factors” and “organizational-related factor”. Individual-related factors include protean
career and self-efficacy, meanwhile organizational-related factor indicate perceived
organizational support. Previous researches have shown the variables are significantly
correlated with career satisfaction which will explained more on next discussion.

To conclude, this model provides a framework from which to examine the issue of career
satisfaction among career changers. This model provides a cogent and viable conceptualization
for examining the post-transition of employees moving into teaching field.

Predictors of second-career novice teachers’ career transition success

Linking predictors of teachers’ success career transition to career satisfaction

In the previous section, we concluded that the Schlossberg’s model of analyzing human
adaptation to transition which have 4S (Situation, Self, Support and Strategies) can be explained
by the following predictors; protean career, self-efficacy and perceived organizational support.
In this section, we discuss the effects of each of these predictors on teachers’ career
satisfaction and provide empirical support relating to the predictors. Finally we assume
hypotheses on each of the predictors.

Individual-related factors
Protean Career

261
www.hrmars.com



International Journal of Academic Research in Business and Social Sciences
H RMARS August 2015, Vol. 5, No. 8
Exploring Intellectual Capital ISSN: 2222-6990

Protean career refers to the individual’s self-directed and values-driven career orientations who
have own responsibility to choose the career and opportunities (Hall, 2004). The career
orientation is for a person in charge, not the organization. Specifically, Briscoe, Hall and
DeMuth (2006, p. 31) posited on ‘achieving subjective career success through self-directed
vocational behavior’. Furthermore, empirical studies show that protean career is associated
with subjective career success which refers to career satisfaction (Verbruggen & Sels, 2008; Vos
& Soens, 2008; Enache, Sallan, Simo & Fernandez, 2011).

Moreover, recent meta-analysis studied by Ng, Eby, Sorensen and Feldman (2005) revealed
correlations between objective and subjective success not higher than .30 and stable individual
difference predictors and organizational sponsorship are most strongly related to subjective
career success. In the context in which a person need to have protean career attitude to
achieve satisfying in his/her career shows successfulness in transition of the career itself.

Self-Efficacy

Another individual-related factor is self-efficacy. Self-efficacy refers to the way teachers are
able to imaging not only what they want to achieve but also how to fullfil it. It is causally linked
to the teacher’s sense of competence built on personal past experiences in relation to goals and
standards (Bandura, 2001; Day, Stobart & Sammons, 2006). Skaalvik and Skaalvik (2010); Moe,
Pazzaglia and Ronceni (2010) and Oyewumi, lbitoye and Sanni (2012) highlighted the
significance of job satisfaction and teacher self-efficacy. Skaalvik and Skaalvik (2010) findings
demonstrated that job satisfaction was positively related to teacher self-efficacy and negatively
related to both dimensions of teacher burnout with emotional exhaustion as the strongest
predictor.

Although self-efficacy significantly correlated with job satisfaction, it did not correlate with
turnover intentions. In previous quantitative study using a sample of 150 teachers filled out
self-report questionnaires regarding their job satisfaction, teaching self-efficacy, and their
withdrawal intentions. Hierarchical moderated multiple regression analyses revealed that self-
efficacy did not moderate the relationship between job satisfaction and turnover intentions,
but did significantly moderate the relationship between job satisfaction and transfer intentions
(Hess, 2007).

In contrast, Mau, Ellsworth and Hawley (2008) investigation of beginning teachers used
longitudinal data allocated that by using overall model evaluation (Wald test) suggested a
significant fit of the model, F(19, 200) = 52.93, p < 0.000) and referring this model, demographic
factors, school factors and family-social factors shows to be more potent in predicting job
satisfaction than self-efficacy and motivational factors. They further suggested giving more
attention to interpret self-efficacy variables using specific measurement. Logically, individuals
who have higher level of self-efficacy will also experience career satisfaction and this indicate
successful career transition along the process.
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Organization-related factor
Before this, individual-related factors explained individual attributes, but organization-related
factors show the important of the role of perceived organizational support.

Perceived Organizational Support (POS)

POS refers to employees’ perception concerning the extent to which the organization values
their contribution and cares about their well being. POS has been found to have important
consequences employee performance and well-being. In Schlossberg’s model, one of the 4S
element emphases ‘support’ associated with the level of fulfiiment of perceived need for
supports (Heppner, Fuller & Multon, 1998). The types of support include organizational
involvement which is very significant with the POS factor. In this paper, we hypothesize that
second-career teachers’ career satisfaction will be achieve the dream goal in teaching field with
the perceived of worthwhile environmental climate such as organizational support.

Recently, research supports the positive relationship between perceived organizational support
and career satisfaction (Burke, Burgess & Fallon, 2006; Joo & Ready, 2012; Karatepe, 2012).
Bogler and Nir (2011) revealed that perceived organizational support showed a significant
contributed to both intrinsic and extrinsic teacher satisfaction. This study expand the
knowledge of job satisfaction and POS with additional of teacher empowerment as mediating
effect. The result found that more than 30 percent to the explained variance of the each
satisfaction types. It is important to note that in order to fulfil the satisfying in work, second-
career teachers as potential employees need administration support.

Organizational socialization

Organizational socialization refers to the process that second-career novice teachers get from
the organizational propose which are having training, application of the knowledge, also
mentoring and their future vision to make them successful teacher. Individual who had ‘smooth
transition’ can be reflected by the level of job satisfaction, organizational commitment and
expected organizational tenure (Chow, 2002, p. 720).

The importance of organizational socialization can be seen at many levels. Employees are
changing jobs more than ever before, and studies show that a quarter of employees are
currently in the process of acclimating to a new organization or position (Rollag, Parise, & Rob,
2005). As the number of newcomers in an organization increases, so does the need to
integrate them into the system and enable them to become contributing members of the
organization. Failure to adequately socialize employees has been linked to outcomes such as
counterproductive work behaviors, unmet expectations and higher levels of turnover (Wanous
& Colella, 1989). In contrast, successful socialization has shown to relate to job satisfaction,
organizational commitment, and decreased turnover intentions (Allen & Meyer, 1990; Ashforth
& Saks, 1996). As recruitment and selection are expensive undertakings for an organization
(Bauer, Morrison, & Callister, 1998), the importance of socialization may have never been
greater.
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Chow (2002) examined the relationship between OS and career success among 374 line
manager and human resource managers in five Asia countries. The findings revealed that
effective organization can result in productive and committed employees. Additionally, with
collegial support and warm interaction appear can influence teacher job satisfaction and
retention among teachers (Hughes, 2006).

In conjunction with the significant relationship among the variable, therefore, we propose:
H2: Organizational-related factor (perceived organizational support and organizational
socialization) has positively related with career satisfaction.

Research Framework
Based on reviews of related literature, we propose a research framework of second-career

novice teachers in Selangor State. Figure 1 depicts the research framework.

Independent Variables Dependent Variable

Individual-related Factors

Protean Career (X1) CAREER TRANSITION SUCCESS
(Y)

- Career Satisfaction

Organizational-related Factors

Perceived Organizational
Support (Xa)

Figure 1: A Research Framework for predicting second-career novice teachers.
Methodology

Sample and procedure

For this study, the accessible population is defined as those who experienced previous job
before becoming teacher. These second-career teachers are actually novice teachers in
National Primary School and Regular Secondary Schools in the state of Selangor. Researcher
make the decision to choose these two national primary and regular secondary schools because
of the total of schools and teachers are larger than national type (C), national type (T), fully-
residential, religious, technical and vocational schools. This group of teachers represent the
individual who have going through the post-transition to their second career. This study
focused on second-career teacher who have prior experience in previous job and they are non-
traditional entrants. The selected of population is same with previous study by Erlandson
(2009) which have been also choose career-switcher teachers in middle school and secondary
in Winconsin and had been teaching for at least three years.
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The characteristics of the target population are as follows:
i) Novice teacher which have been posting to school from year 2010 until 2012 and had
served at least three years in schools.
i) They have fulfilled teacher training either in Teacher Education Institute or Higher
Education Institute.
iil) Having previous working experiences in the industries or other professions and made
teaching as their second career.

Researcher make justification by choosing this population because they are non-traditional
entrants and have reach post-transition (Schlossberg, 1995), the stage of transition which they
already begun working at school. Other than that, the criteria of novice teachers had served in
school at least three years because they still go through the transition. Apart from that, novice
teacher had experience working in school within three years compare to pre-service teacher
who just have three month practicum in school. So, they are capable to provide their view
about some matters related to the research. This is very important for researcher to obtain
precise result. According to Ary et al. (2010), the purpose to clarify the research population is
vital for identifying the significant subjects to select for the study as well as for exhibit the
group to whom the finding can be generalized.

Instrumentation

Career satisfaction: Subsequently, researcher examines career satisfaction of second-career
teacher. As mention before, this study focuses on employees' successful career transition,
which was conceptualised as career satisfaction. Successful Career transition will be measured
using Career Satisfaction Scale with 5-items developed by Greenhaus et al. (1990). The internal
consistency for this construct is .88. The answers provide the Likert scale of 1-5 (from highly
disagree to highly agree). This instrument is designed to assess the employees’ satisfaction in
terms of their career perspective. This instrument has been used by other researchers, for
example Baruch and Quick (2007) and Vigoda-Gadot et al. (2010). The correspondent
Cronbach’s a was .89. Sample items are, “l am satisfied with the success | have achieved in my
career”.

Protean career: This construct is measured using Protean Career Attitude Scale which was
developed by Briscoe et al. (2006). The scale has two subscales construct which are Self-
Directed Career Management (SDCM) and Value-Driven (VD). The SDCM consists of eight Likert-
type items and five-point interval scale (1 = To little or no extent, 2 = To a limited extent, 3 = To
some extent, 4 = To a considerable extent, 5 = To a great extent). The VD scale consists of six
Likert-type items with five-point response scale. The reliability for this scale is Cronbach’s a =
.83. the same instrument has also been used by Von and Soens (2008). Sample items are “l am
responsible for my success or failure in my career”.

Self-efficacy: In this study, researcher intends to use short version scale of Occupational Self-
Efficacy Scale (OCCSEFF) (Schyns & Von Collani, 2002) which are 8 items and this instrument has
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good internal consistency which is .88. The full version of the OCCSEFF consists 19 items. This
scale has one-dimensional construct to gauge work value, employees’ confident and
commitment. Other study also has been used this instrument by Felfe & Schyns (2002). Sample
items are “l can remain calm when facing difficulties in my job because | can rely on my
abilities”. Each item is rated on a six-point Likert scale ranging from 1 “strongly disagree” to 6
“strongly agree”.

Perceived organizational support: This construct is measured using an instrument of Perceived
Organizational Support Scale by Eisenberger et al. (1986). The same instrument has been used
by Johlke et al. (2002) and the reported Cronbach Alpha is .89 which has four items for one-
dimensional construct. Sample items are “This organization really cares about my well-being”.
Each item is rated on a seven-point Likert scale ranging from 1 “strongly disagree” to 7
“strongly agree”.

Organizational support: In this study, researcher use Organizational Socialization Inventory
(OSI) set up by Toarmina (1994). There are four socialization domains; training (TR),
understanding (UN), coworker support (CS) and future prospects (FP). Each subscale has five
items and used a seven-point Likert scale ranging from 1 “strongly disagree” to 7 “strongly
agree”. The overall Cronbach’s Alpha reliability scores was .90 (Bigliardi et al., 2005). Sample
items are “The training in this organization has enabled me to do my job very well”. Cronbach’s
a at the ranging from .76 to .81 (Toarmina, 1994).

Analysis and Results
This section provides the research results for each hypothesis. All independent variables had

significant correlations with career satisfaction ranging from r=.27 to r=.57 (p<.01) as shown in
table 2.
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Table 2: Pearson Correlation Coefficients of Relationships between the
Independent Variables and Career Satisfaction
Variables Y X1 X2 X3 X4

Y Career
Satisfaction

X1 Protean Career .270**

X2 Self-Efficacy .353**  425%*

X3 Perceived .345** 038 .335%*  345%*
Organizational
Support

X4  Organizational .567** .220** 539** 394**  g34**
Socialization

Note: ** Correlation is significant at the 0.01 level (1-tailed)

To test the hypotheses, Table 3 presents the results of the four postulated hypotheses. The R?2
value suggests that 12.5% of the variance in the career satisfaction is explained by self-efficacy
(X2) (t = 4.596, p = 0.000). Other variables i.e., protean career (X1), perceived organizational
support (X3) and organizational socialization (X4) were excluded because they did not contribute
significantly to the variation in career satisfaction. The findings suggest that the data did not
fully support the proposed multiple linear regression model for career satisfaction.

Table 3: Estimates of Coefficients for the Model of Career Satisfaction

Dimension B Std. Beta t p-
Error value

(Unstandardized (Standardized
Coeffiecients) Coeffiecients)

Constant 2.314 0.583 3.969 0.000

Self- 0.561 0.122 0.353 4.596 0.000

Efficacy

(X2)

Notes: R =0.353; R?=0.125; Adj. R?=0.119; F = 21.127; p = 0.000; Durbin-Watson = 1.567
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Discussion and Implication

In this study, self-efficacy from individual-related variables was identified as the best variables
that explained career satisfaction. Previous research has shown that self-efficacy directly effects
career satisfaction Skaalvik and Skaalvik (2010), Moe et al. (2010) and Adebomi et al. (2012).
Second-career novice teachers’ career satisfaction was positive explained by self-efficacy;
hence, second-career novice teachers who were high on self-efficacy reported higher levels of
career satisfaction.

However, this study did not support the notion of previous research about the predictive roles
of protean career from individual-related variables and perceived organizational support and
organizational socialization from organizational-related variables. Specifically, this study’s
findings contradict Briscoe et al., 2006; Vos and Soens, 2008; Enache, et al., (2011) findings on
protean career. It was probably due to lack of personal motivation to grab challenge of teaching
and unable to confront dispute in school surroundings. In addition, the finding of this study also
did not support Burke et al., (2006), Bogler and Nir (2011), Joo and Ready (2012) and Karatepe
(2012) result regarding the relationship between perceived organizational support and career
satisfaction. It might be because of the school administration did not pay more attention on
second-career teachers’ well-being which affect from communication break-down, lack of
recognition and support. Moreover, organizational socialization was not significantly
contributed towards career satisfaction, and these findings were contra to previous studies
(Chow, 2002; Cooper-Thomas & Anderson, 2005; King, Xia, Quick & Sethi, 2005).

Overall, the proposed regression model fitted the data at .05 level of confidence. In other
words, there were significant contributions of individual-related variables and organizational-
related variables towards career satisfaction. Based on the value of R, a total of 12.5% of the
career satisfaction’s variations were predicted by the proposed regression model. These
findings have given support for the Transition Theory (Schlossberg, 1989) by providing evidence
on the significant contributions of the proposed predictors towards career satisfaction.

Study Limitation and Future Research

This study has some limitation and suggestions for future research. First of all, the population-
specific nature of the study also presented a limitation. It is because the study considered only
non-traditional entrant from prior professional background and those who have been
experienced second-career to be the samples in primary and secondary schools in Selangor.
Further studies can be done by including other states in Malaysia. Second of all, future studies
could be done qualitatively to explore the career satisfaction in more detail from different
cohorts to discover career transition success among Malaysia multi-racial context. Thirdly, as
the study is cross-sectional in nature, thus, it was not justifiable to draw causal inferences about
the relationship between the selected independent variables and career transition success. By

268
www.hrmars.com



International Journal of Academic Research in Business and Social Sciences
H RMARS August 2015, Vol. 5, No. 8
Exploring Intellectual Capital ISSN: 2222-6990

using this type of research design, the researcher is also aware that the findings vary according
to circumstances. It is recommended to consider longitudinal studies as future research.

Conclusion

The article concludes that individual-related factors (i.e. protean career and self-efficacy) and
organizational-related factor (i.e. perceived organizational support) have predictive second-
career teachers’ career satisfaction. Although this study was not aimed at contributing to the
counselling field, the findings of this study could be applied to the career counselling teachers
who are concerned with successful transition. Schlossberg’s 4S could be used to inform
counsellors or therapist of coping resources utilised by individual in dealing with specific career
resources and barriers.
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