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Introduction
In the ever-evolving landscape of higher education institutions (HEIs), it is increasingly 
imperative to address the shifting dynamics within the contemporary world of career 
management. Numerous experts in the field assert that the global workforce is undergoing a 
profound transformation, moving away from the conventional work environment of the 
21st century towards a digitally centred work sphere (Robinson et al., 2020; Shmatko & 
Volkova, 2020; Tømte et al., 2019; Van Der Heijden et al., 2020). This transition is particularly 
pertinent to HEIs, which must adapt to these changes to support the career development 
and management of their employees effectively.

The digital work realm, characterised as the ‘totality of the components constituting the 
context of daily encounters facilitated by or embedded in digital technologies’ (Recker et al., 
2021, p. 4), has brought about unprecedented challenges. The global workforce has grappled 
with issues such as a rapid surge in unemployment and the prevalence of full-time remote 
work, which became even more pronounced because of the coronavirus disease 2019 
(COVID-19) pandemic. Higher educational institutions have been no exception to these shifts, 
as they have seen an increasing number of employees transitioning from on-site to remote 
work. Consequently, employees within these institutions are confronted with uncertainties 
regarding the implications of these changes for their career development and management 
(Bowen, 2020; Dingel & Neiman, 2020; Ferrari et al., 2021; Prasad et al., 2020). Of particular 
concern is the impact on career advancement opportunities for remote workers in the 
higher education sector.

Purpose: This study examines the interplay of psychosocial career pre-occupation, social 
connectedness, and organisational commitment in higher education and offers insights for 
academia and practitioners. It also explores the impact of gender, job level, and the 
moderating effect of psychosocial career pre-occupation on employees’ commitment in 
this sector.

Design/methodology/approach: A purposeful sample of 288 senior academic and 
administrative staff, mostly married males aged 31–40 years, completed the Psychosocial 
Career Pre-occupation Scale (PCOS), Workplace Friendship Scale (WFS), and Organisational 
Commitment Scale (OCS).

Findings/results: Significant relationships were found among psychosocial career pre-
occupation, social connectedness, and organisational commitment in higher education. 
Moderated analysis revealed predictive roles of gender, job level, and psychosocial career 
pre-occupation on organisational commitment, and illuminating sector dynamics.

Practical implications: For human resource managers and practitioners in Ghana’s public 
higher education, this study offers insights to boost workforce commitment and engagement, 
which is vital for national progress.

Originality/value: By validating essential elements of career self-management practices, 
this research extends career construction theory, enriching understanding and fostering 
professionals’ careers in higher education. It contributes to practical applications and scholarly 
knowledge by providing a deepening insight into organisational dynamics in this sector.

Keywords: psychosocial career pre-occupation; social connectedness; organisational 
commitment; career construction theory; Higher Education; career self-management.
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Within this evolving landscape, Guirguis et al. (2020) stress 
that personal growth, skill acquisition and staying updated 
with advancements are not solely the responsibility of 
employing organisations. This assertion aligns with the view 
of Līce and Sloka (2019), who emphasise that individuals must 
proactively navigate their own career trajectories, adapting not 
only to immediate goals but also to the ever-changing 
dynamics of the employment market. Moreover, Ehlers (2020) 
underscores the role of counselling in evaluating job prospects 
and guiding individuals through career changes by 
establishing a clear sense of values over time. Expanding upon 
this idea, Hirschi et al. (2022) promote the concept of career 
self-management as a systematic progression involving 
intentional strategising of one’s professional pursuits across 
their lifetime. This approach aims to cultivate personal 
satisfaction, enhance occupational awareness, facilitate growth 
and ensure financial stability.

In the context of HEIs, it is vital to acknowledge that entities 
and individuals equipped with robust career management 
programmes can effectively align with their organisational 
objectives (Ferdiana et al., 2023; Moon & Choi, 2017). 
Significantly, the exploration of career self-management is 
anticipated to furnish a framework for shaping the 
formulation of career management policies and strategies 
within these institutions, spanning beyond Ghana to broader 
contexts. This systematic approach is key to addressing 
employees’ career concerns and ensuring that HEIs remain 
adaptive in supporting their workforce.

Furthermore, by integrating the elements of social 
connectedness and psychosocial career engagement, the 
management of educational institutions can design socially 
oriented initiatives aimed at facilitating career management. 
This approach fosters commitment among employees, which 
in turn translates into the achievement of fundamental 
organisational aims and objectives (Ferdiana et al., 2023; 
Moon & Choi, 2017). In the context of HEIs, where faculty, 
administrators and staff play integral roles in fulfilling the 
mission and goals of the institution, this integrated approach 
becomes even more crucial for success.

Literature perspectives
Psychosocial career pre-occupations
As outlined by Coetzee (2018), individual psychosocial career 
pre-occupations involve a combination of psychosocial 
elements (such as career self-concept or identity) and social 
factors (such as the interface between career and social roles) 
within a particular timeframe. Within this framework, these 
pre-occupations are acknowledged as motivators for proactive 
career attitudes and behaviours, seeking to harmonise the 
ongoing development of personal identity with the demands 
of the career environment. Coetzee (2016a; 2016b) conducted 
an extensive review of the literature and suggested that 
career pre-occupations might dominate individuals’ career 
experiences during challenging economic conditions and an 
uncertain labour market. Numerous scholars have raised 

apprehensions regarding individuals’ career pre-occupations, 
which include ongoing learning and growth, acquiring new 
skills, balancing work and personal life, flexibility, career 
progression, adaptation to change, taking initiative in one’s 
career, self-awareness, and building stronger interpersonal 
and societal relationships (Coetzee et al., 2022; Coetzee & 
Pauw, 2013; Kwao, 2023; Post et al., 2013; Savickas, 2005).

Research by Marx (2016) indicates that the demands of an 
individual’s career journey rely heavily on adaptive 
behaviours, which is crucial for navigating developmental 
life cycles that undergo constant transformation over time. 
The fluid nature of the work environment necessitates 
adaptability to newly established roles and adjusting to 
evolving work conditions. Career pre-occupation focusses on 
addressing career development needs at specific points in an 
employee’s working life (Coetzee, 2019; Coetzee et al., 2022). 
The psychological disposition of employees significantly 
influences their career pre-occupation, playing a pivotal role 
in enhancing career satisfaction and overall well-being, and 
ultimately impacting an organisation’s level of work-related 
commitment (Coetzee & Takawira, 2019).

According to De Guzman and Choi (2013), the psychosocial 
focus on career pre-occupation is closely linked to individuals’ 
management of their career paths. Likewise, empirical 
studies performed by Kaski and Kinnunen (2021) and 
Potgieter et al. (2019) demonstrate a positive relationship 
between psychosocial career pre-occupations and proactive 
career self-management attributes, which encompass 
problem-solving-oriented career behaviours. As the existing 
literature suggests, career self-management significantly 
aids individuals in approaching job transitions, preparing 
adequately for new roles, and developing capabilities within 
an unpredictable environment (Zhou et al., 2016). With 
multiple career transitions in a volatile work landscape, 
career self-management reinforces the fundamental 
importance of career development and the ability to adapt 
available resources effectively.

In addition, Akkermans et al. (2013) and Rodrigues et al. 
(2015) argue that individuals must cultivate personal career 
agency and embrace adaptive career behaviours to navigate 
frequent career shifts. Effective career self-management 
behaviours become the means to this end. Coetzee et al. 
(2022) emphasise the significance of proactive career self-
management attitudes for achieving career success. Drawing 
from these patterns, Coetzee (2014, 2015) delineated three 
facets of psychosocial career pre-occupations:

Pre-occupation career establishment – career establishment pre-
occupation involves fostering avenues for self-expression, 
personal advancement and development, along with 
assimilating into a community or team to progress within 
one’s chosen contemporary organisation.

Pre-occupations career adaptation – career adaptation pre-
occupation encompasses the recognition of diverse contexts 
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that may entail fluctuations in one’s career path and the 
adjustment of competencies (including knowledge, interests, 
talents, skills, capabilities and experience) to align with 
specific opportunities in the labour market.

Pre-occupations work-life adjustment – work-life adjustment 
pre-occupation pertains to the capacity of employees to 
establish a balance between their personal lives, including 
familial responsibilities, and their work commitments to 
mitigate conflicts arising from multiple roles (Van Dyk et al., 
2013). This involves efforts such as workload management, 
settling into a routine and striving for increased harmony 
between an individual’s professional and personal spheres 
(Direnzo et al., 2015; Yadav & Saxena, 2015).

Organisations that support their employees in creating 
personal growth strategies and nurturing their career 
progression within the company may reap substantial 
benefits. This approach ensures that employees grasp the 
fundamentals of proactive career development (Baruch et al., 
2019; Coetzee et al., 2023; Potgieter et al., 2019). However, 
concerns arise over the potential loss of valuable talent 
because of the lack of accessible career plans that aid 
individuals in advancing their careers while maintaining a 
work–life balance (Sonnenstuhl & Trice, 2018). Work–life 
balance pertains to the perception of effectively juggling 
personal life and work commitments, seamlessly fulfilling 
the diverse roles inherent in both spheres without conflict 
(Dockel et al., 2006). Strategies for work–life balance might 
encompass flexible work arrangements, family leave policies, 
granting time off for family matters and offering childcare 
support (Dockel et al., 2006).

Studies underscore a growing trend that emphasises active 
individual engagement in steering their own career journeys 
within their particular work environment (Kaur & Kaushik, 
2020). Spurk et al. (2019) assert that equipping individuals 
with the skills to adapt to dynamic work contexts hinges on 
proactive planning and application of career self-management 
behaviours, pivotal for achieving career satisfaction and 
well-being.

Social connectedness
Social connectedness is rooted in the subjective experiences of 
individuals within a workplace, deriving from their interactions 
and information exchanges in the professional environment 
(LeDoux & Hofmann, 2018). Morgan et al. (2021) posited that 
employees sharing similar cultural backgrounds share social 
insights, influencing their career progression within the 
workplace. Social connectedness involves experiencing a 
feeling of belonging and companionship among peers, 
colleagues, family or community members within the 
workplace environment over time (Bowles & Scull, 2019; 
O’Rourke et al., 2018).

Brown and Leite (2022) contend that social connectedness 
holds significant relevance in the current landscape, 
particularly concerning career management for individuals 

initiating their engagement in the contemporary work world. 
The research underscores that social connectedness is 
intertwined with workplace friendships, a multifaceted 
aspect of employees’ professional lives (Brown & Leite, 2022). 
In contemporary times, interpersonal relationships within 
the workplace serve as significant predictors of career 
progression (Huo et al., 2020; Wang & Seifert, 2017).

Furthermore, studies delineate social interaction or connection 
from two key viewpoints: individual-level social connectedness 
and broader collective-level social connectedness (Anggraini 
et al., 2019; Kelley et al., 2019). In addition, empirical research 
demonstrates that workplace connections often form among 
individuals with similar attributes (Bailey et al., 2018). 
Networking emerges as a pivotal element facilitating social 
connectedness in the workplace. Work-related networks foster 
cohesion, influencing both economic and social aspects such as 
social mobility and job searching (Muller & Peres, 2019). 
Effective networking underscores mutual influence, 
heightened connectedness and reduced employee redundancy, 
thus significantly influencing organisational decisions (Muller 
& Peres, 2019).

Yu-Ping et al. (2020) emphasise the resemblance between social 
connectedness and workplace friendships, treating these 
concepts interchangeably within the scope of this study. 
Workplace friendship and a sense of social connection play a 
vital role in employees’ well-being, enhancing their 
performance within the chosen organisation and aligning with 
proactive career self-management (Brown & Leite, 2022). 
Proactive career self-management manifests in proactive 
career behaviours, demonstrating individuals’ deliberate 
control over their career paths (Hirschi et al., 2022). These 
proactive behaviours stem from a conscious drive to control 
one’s career, satisfying the fundamental human need for 
autonomy (Van Den Broeck et al., 2016; Wilhelm & Hirschi, 
2019). Furthermore, engaging in proactive behaviour fosters 
sensations of personal achievement and success in one’s career 
(Smale et al., 2018).

While the desire for close workplace relationships is intrinsic, 
questions persist regarding whether workplace friendships 
yield more positive or negative outcomes (Khaleel et al., 2016; 
Uno et al., 2021). Employees’ perceptions of the availability and 
prevalence of workplace friendships hold importance for their 
overall perceptions of the employment relationship (Nielsen 
et al., 2000). Opportunity for friendship refers to an individual’s 
perceived likelihood of forming connections, communicating 
and collaborating with colleagues in the organisation. 
Furthermore, friendship prevalence pertains to the degree of 
strong friendships at work, characterised by trust, confidence 
and a genuine inclination to engage both professionally and 
socially beyond the workplace (Nielsen et al., 2000).

Organisational commitment
Over the past couple of decades, there has been an extensive 
examination of organisational commitment. Organisational 
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commitment represents a psychological connection that binds 
employees to their respective organisations (Allen & Meyer, 
1990). Its significance lies in its central role within human 
resource management strategies and career management 
practices. Commitment serves as a crucial factor in the 
relationship between employees and their organisations, 
fostering a sense of belonging that links individuals to a specific 
workplace. In general, organisational commitment fosters a 
desire to actively engage with the organisation, a propensity to 
remain, sustained membership, presence, and potentially 
improved performance (Aldiabat, 2023; Ferreira, 2012).

Deery and Jago’s research (2015) highlighted the significance 
of organisations crafting policies and practices that assist 
employees in managing the balance between their professional 
and personal lives. By providing support for employees’ 
personal lives outside of work and skilfully managing the 
psychological contract, organisations can foster increased 
employee commitment (Kwao, 2023). Notably, studies affirm 
that organisations with work–life balance policies experience 
heightened organisational commitment and markedly reduced 
intentions among employees to leave (Deery & Jago, 2015; 
Dockel et al., 2006; Ferreira, et al., 2024; Nei et al., 2015).

Understanding organisational commitment is crucial in 
gauging the depth of an employee’s loyalty to a specific 
organisation (Al-Jabari & Ghazzawi, 2019; Hanaysha & 
Majid, 2018; Lumley et al., 2011). Research suggests that a 
strong level of organisational commitment is associated with 
lower turnover rates and decreased intentions to seek 
alternative employment (Coetzee & Oosthuizen, 2017; Fleig-
Palmer & Rather, 2015; Kumari & Priya, 2017). Thus, 
organisations must adopt strategies that cultivate a profound 
sense of commitment among their workforce. Enhancing 
individual commitment levels can lead to positive 
behavioural outcomes and indirectly improve employee 
satisfaction (Lim et al., 2017; Mathieu et al., 2016; Tuna et al., 
2016). Factors such as perceptions of job performance, 
alignment with organisational values and aspirations, and 
overall job satisfaction significantly influence an employee’s 
decision to either stay or leave a particular organisation 
(Hanaysha & Majid, 2018). Consequently, an individual’s 
commitment may be influenced by their emotions, values 
and career objectives within their current role.

The moderating effect of socio-demographic 
variables
Research has demonstrated that socio-demographic attributes 
exert a moderating influence on psychosocial career pre-
occupations, social connectedness (workplace friendships) 
and employees’ commitment to the organisation (Bester et al., 
2019; Coetzee & Bester, 2021; Deas & Coetzee, 2020; Kwao, 
2023). Previous studies have reached conclusions suggesting 
that socio-demographic variables such as age, gender, ethnicity, 
job level and length of employment can influence psychosocial 
career pre-occupations and social connectedness among 
workplace employees (Deas, 2017; Kwao, 2023; Randmann, 
2013). Randmann (2013) further revealed that an individual’s 

job level within the organisation could significantly influence 
the intensity of psychosocial career pre-occupations and, 
subsequently, their commitment level. There has been limited 
research exploring how socio-demographic variables moderate 
the connections between psychosocial career pre-occupations 
and other factors, such as individual and organisational 
commitment (Rafiee et al., 2015).

Moreover, Bester (2018) asserts that demographic differences 
among individuals constitute crucial predictors of 
organisational commitment, playing a pivotal role in an 
organisation’s success and performance enhancement. 
Organisational commitment shares a positive correlation 
with factors such as age, job level and managerial experience 
(Rafiee et al., 2015). Consequently, taking into account factors 
such as employees’ age, ethnicity, employment background, 
managerial experience and education can reinforce 
organisational commitment, improve employees’ perceptions 
of psychosocial career pre-occupations, nurture organisational 
trust and encourage effective career self-management 
practices (Alomran et al., 2024; Kwao, 2023; Peltokorpi et al., 
2015; Rafiee et al., 2015).

The study proposed that there would be a statistically 
significant positive correlation between socio-demographic 
characteristics (including age, gender, marital status and job 
level), psychosocial career pre-occupations, social 
connectedness and organisational commitment, collectively 
influencing career self-management. In addition, it was 
anticipated that socio-demographic attributes (such as age, 
gender, marital status and job level), psychosocial career pre-
occupations, social connectedness and organisational 
commitment would significantly and positively predict 
career self-management. Lastly, the study predicted that 
individuals from diverse age, gender, marital status and job 
level groups would demonstrate notable differences in their 
psychosocial career pre-occupations, social connectedness 
and organisational commitment.

Research problem, design and 
methods
Research problem
To address the intricacies of career-related phenomena in the 
dynamic context of higher educational institutions in Ghana, 
this study pursues a multifaceted research problem. At its 
core, this research aims to examine the interplay of 
psychosocial career pre-occupation, social connectedness 
and organisational commitment among the staff within the 
unique environment of a higher educational institution in 
Ghana (Kwao, 2023).

The study does not merely seek to identify surface-level 
correlations but, rather, aims to delve into the underpinnings 
of these constructs. It seeks to explore the significant influence 
of psychosocial career pre-occupations on employees’ sense 
of social connectedness and, consequently, how these factors 
together shape their organisational commitment.
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Moreover, recognising the factors that may shape these 
relationships, the study seeks to determine the moderating role 
of socio-demographic variables such as age, gender, marital 
status and job level. By doing so, it strives to unpick the influences 
that might enhance or inhibit the connections between 
psychosocial career pre-occupation, social connectedness and 
organisational commitment, thereby contributing to a more 
contextually rich understanding of the subject matter.

In essence, this research problem exceeds the conventional 
boundaries of studying career-related constructs in isolation. 
It aspires to shed light on the unique dynamics within higher 
educational institutions in Ghana. This approach not only 
enriches the academic discourse but also has the potential to 
inform strategic decisions and interventions in these 
institutions to optimise employee social connectedness and 
organisational commitment.

Participants and procedure
The study population comprised all full-time senior staff, 
including both academic and non-academic (administrative) 
personnel, of a HEI in Ghana. A purposive sample of the 
entire population (n = 1651) was selected to help the researcher 
collect the maximum number of usable questionnaires. 
Participants who responded to the questionnaire consisted of 
288 (N = 288) academic and administrative staff employed at 
an HEI in Ghana. The sample predominantly comprised 
married (72.2%) males (50.7%) aged between 31 and 40 years 
(56.6%) and employed as principal administrative assistants 
(34.4%). A quantitative research methodology was employed, 
with electronic questionnaires distributed to participants, 
who subsequently completed them.

Measuring instruments
The Psychosocial Career Pre-Occupations Scale (PCPS) is a self-
rated measure consisting of 23 items and three subscales to 
measure psychosocial career pre-occupation: career 
establishment pre-occupation (13 items), career adaptation pre-
occupation (5 items) and career work-life adjustment pre-
occupation (5 items). A 5-point Likert-type scale (1 = not 
concerned; 5 = extremely concerned) was used for the 
participants’ responses to each of the 24 items. Coetzee (2014) 
conducted exploratory and confirmatory factor analyses, 
confirming the construct and structural validity, as well as 
the internal consistency reliability of the PCPS in the South 
African context. The internal consistency reliability coefficient 
for the overall PCPS scale was 0.92, reflecting the general 
psychosocial career pre-occupation, while coefficients for the 
three subscales ranged between 0.70 (work-life adjustment) 
and 0.92 (career establishment).

The Workplace Friendship Scale (WFS) is a self-rated, 
multifactorial measure consisting of 12 items divided into two 
subscales: friendship opportunity (6 items) and friendship 
prevalence (6 items). A 5-point Likert-type scale (1 = strongly 
disagree; 5 = strongly agree) is used for the participants’ 
responses to each of the 13 items. Exploratory and confirmatory 

factor analysis by Nielsen et al. (2000) confirmed the construct 
and structural validity and internal consistency reliability of 
the WFS in the South African context. The internal consistency 
reliability coefficient for scores from the overall measure was 
0.86 and the internal consistency reliability coefficients for 
scores from the two subscales ranged between 0.82 (friendship 
opportunity) and 0.85 (friendship prevalence).

The Organisational Commitment Scale (OCS) is a self-rated, 
multifactorial measure consisting of 23 items divided into 
three subscales: affective commitment (8 items), normative 
commitment (6 items) and continuance commitment (9 items). A 
5-point Likert-type scale (1 = strongly disagree; 5 = strongly 
agree) is used for the participants’ responses to each of the 23 
items. Exploratory and confirmatory factor analysis by Meyer 
and Allen (1997) confirmed the construct and structural 
validity, and internal consistency reliability of the OCS. The 
internal consistency reliability coefficient for scores from the 
overall measure was 0.80 and the internal consistency 
reliability coefficients for scores from the three subscales 
ranged between 0.78 (normative commitment) and 0.87 
(affective commitment).

Procedure
The researchers obtained ethical approval for the study’s 
execution from the research institution’s management (Ethics 
certificate reference: ERC Ref#: 2021_HRM_005). Prior to data 
collection, participants were granted informed consent for 
their data to be used for research objectives. Participants 
were explicitly informed about the voluntary nature of their 
participation in the study. An electronic questionnaire link 
was dispatched to participants via e-mail. The gathered 
responses were documented in an Excel spreadsheet and 
subsequently transformed into an SPSS file for the purpose of 
data analysis. Participants were assured of the strict 
confidentiality upheld regarding the study’s data.

Data analysis
Correlational analysis was undertaken to ascertain the 
strength and direction of the relationships between the 
various constructs under investigation. Correlation, a 
bivariate examination, measures the intensity and alignment 
of variables (Benitez et al., 2020; Hair et al., 2019). For this 
study, a significance level of r ≥ 0.30 (indicating a small effect) 
at p ≤ 0.05 was employed to determine the practical relevance 
of correlation coefficients. As described by Hayes (2018, 
2022), determining if a relationship between predictor and 
outcome variables is affected by a moderator involves 
conducting moderated regression analysis. Hayes (2022) and 
Hu and Jiang (2018) emphasise that this technique assists 
researchers in understanding the conditional context in 
which variables influence one another, thereby facilitating 
the examination of hypotheses regarding conditional effects. 
Consequently, following Hayes’s perspective (2018), 
moderated regression analysis tests inquire into the situations 
in which specific effects, such as moderation or interaction 
effects, emerge.
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Ethical considerations
Ethical approval to conduct this study was obtained from the 
University of South Africa, Human Resource Manager, Ethics 
Review Committee with reference number 2021_HRM_005.

Results
Descriptive statistics: Means and standard 
deviations
Table 1 presents the means, standard deviations, skewness and 
kurtosis of the variables. The participants obtained the highest 
mean scores on PCPS career establishment (M = 4.09; standard 
deviation [SD] = 0.86), on WFS friendship opportunity 
(M = 4.00, SD = 0.88) and on OCS affective commitment 
(M = 3.45; SD = 1.10).

Bivariate correlations between PCPS, WFS and 
OCS
Table 2 illustrates numerous noteworthy associations 
between PCPS, WFS and OCS. Career establishment pre-
occupations subscale indicated significant positive 
correlations with the two subscales of the PSPS, with 
friendship opportunity (r = 0.36; moderate practical effect; 
p < 0.01), friendship prevalence (not significant) and with 
the overall SCS scale (r = 0.21; small practical effect; p < 0.01). 
In the case of the career adaptation subscale, the outcome 
indicated a significant positive correlation with the overall 
scale of the SCS (r = 0.15; small practical effect; p < 0.01). 
In the case of work-life adjustment, there was a significant 
positive correlation with the overall scale of the SCS (r = 0.33; 
moderate practical effect; p < 0.01). The overall PCPS revealed 
a significant positive correlation with the social connectedness 
subscales of friendship opportunity (r = 0.43; moderate 
practical effect; p < 0.01), friendship prevalence scale 
(not significant), and the overall SCS (r = 0.27; small practical 
effect’ p < 0.01).

Inferential statistics: Moderated regression analysis
This section presents the results of the moderated regression 
analysis conducted using the process macro procedure within 

IBM SPSS (version 28) as outlined by Hayes (2022). This 
methodology was employed to ascertain the feasibility of 
achieving the research objective, which aimed to investigate 
whether biographical variables, including age, gender, marital 
status and job level, act as moderators in the relationship 
between career pre-occupations, social connectedness and 
organisational commitment.

Moderated effect of socio-demographic 
variables on the psychosocial career pre-
occupations scale in predicting organisational 
commitment scale
Based on the insights collected from Table 3, socio-demographic 
variables (age, gender, marital status and job level) were 
identified as moderating variables. In this context, overall 
organisational commitment was considered the dependent 
variable, while psychosocial career pre-occupations and 
social connectedness were treated as independent variables. 
As Hayes (2018, 2022) explains, investigating whether the 
relationship between predictor and outcome variables is 
influenced by a moderator involves conducting moderated 
regression analysis. Furthermore, Hayes (2022) and Hu and 
Jiang (2018) emphasise that this technique aids researchers in 
conceptualising and understanding the conditional framework 
through which a variable influences another variable, thereby 
facilitating the examination of hypotheses concerning 
conditional effects. Hence, as highlighted by Hayes (2018), 
moderated regression analysis scrutinises research questions 
pertaining to the circumstances in which particular effects, 
including moderation or interaction effects, manifest.

The moderation effect, elucidated in Table 3, unveils the 
outcomes of moderated regression analysis, showcasing the 
moderating impacts of socio-demographic variables (age, 
gender, marital status and job level) on the PCPS when 
predicting the OCS.

In Table 3, the model evaluating the interaction between 
psychosocial career pre-occupations and a socio-demographic 
factor, namely age, in forecasting organisational commitment 
yielded statistically significant outcomes (F = 2.79; p = 0.04; 

TABLE 1: Means, standard deviations, skewness and kurtosis (psychosocial career pre-occupation scale, workplace friendship scale and organisational commitment scale).
Construct Cronbach’s alpha Mean Standard deviation Skewness Kurtosis

PCPS
Career establishment 0.92 4.09 0.86 -0.82 0.31
Career adaptation 0.84 3.17 1.10 -0.05 -0.56
Work-life adjustment 0.70 3.66 1.01 -0.40 -0.42
Total PCPS 0.92 3.80 0.96 -0.56 -0.04
WFS
Friendship opportunity 0.82 4.00 0.88 -1.00 1.41
Friendship prevalence 0.85 3.22 1.11 -0.35 -0.34
Total WFS 0.86 3.61 1.00 -0.68 0.54
OCS
Affective commitment 0.87 3.45 1.10 -0.51 -0.35
Normative commitment 0.78 3.18 1.18 -0.19 -0.81
Continuance commitment 0.86 3.20 1.15 -0.27 -0.64
Total OCS 0.80 3.28 1.14 -0.32 -0.60

PCPS, Psychosocial Career Pre-occupation Scale; WFS, Workplace Friendship Scale; OCS, Organisational Commitment Scale.
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R2 = 0.03; indicating a small yet practically relevant effect). 
This indicates that approximately 3% of the alteration within 
the organisational commitment construct is attributed to 
variations in the independent variable (psychosocial career 

pre-occupations), age, and the interplay between psychosocial 
career pre-occupations and age. Furthermore, psychosocial 
career pre-occupations manifested a notable primary 
influence on organisational commitment (ß = 0.20; t = 2.77; 

TABLE 2: Bivariate correlations of psychosocial career pre-occupation scale, workplace friendship scale and organisational commitment scale (N = 288).
Variables Overall PCPS Career 

establishment
Career 

adaptation
Work-life 

adjustment
Overall  

WFS
Friendship 

opportunity
Friendship 
prevalence

Overall  
OCS

Affective 
commitment

Normative 
commitment

Continuance 
commitment

Career establishment - - - - - - - - - - -
Career adaptation 0.50** - - - - - - - - - -
Work-life adjustment 0.67** 0.59** - - - - - - - - -
Overall PCPS 0.82** 0.85** 0.88** - - - - - - - -
Friendship opportunity 0.36** 0.28** 0.47** 0.43** - - - - - - -
Overall WFS 0.21** 0.15** 0.33** 0.27** 0.72** 0.88** - - - - -
Friendship prevalence 0.05 0.02 0.13* 0.08 0.31** - - - - - -
Affective commitment 0.08 -0.10 0.01 -0.02 0.24** -0.04 0.09 - - - -
Normative commitment 0.09 0.19** 0.13* 0.17** 0.15* 0.20** 0.22** -0.06 - - -
Continuance commitment 0.03 0.10 0.13* 0.11 0.24** 0.34** 0.36** 0.16** 0.40** - -
Overall OCS 0.07 0.17** 0.15** 0.16** 0.23** 0.32** 0.35** 0.06** 0.84** 0.84** -

Notes: N = 151; ** p ≤ 0.01; * p ≤ 0.05, r ≤ 0.30 (small practical effect size), r ≥ 0.30 ≤ 0.49 (medium practical effect size), r ≥ 0.50 (large practical effect size).
PCPS, Psychosocial Career Pre-occupation Scale; WFS, Workplace Friendship Scale; OCS, Organisational Commitment Scale.

TABLE 3: Interaction and indirect effects of the moderated regression analysis: Effects of socio-demographic variables on the psychosocial career pre-occupations scale in 
predicting organisational commitment scale.
Variables Coefficient or effect SE t p Bootstrap 95% confidence interval (CI)

LLCI ULCI

Outcome variable: Organisational commitment scale (OCS)
Constant 3.17 0.05 67.85 0.00 3.08 3.27
PCPS 0.20 0.07 2.77 0.01 0.06 0.35
Age 0.04 0.07 0.61 0.54 -0.09 0.17
PCP*age -0.05 0.10 -0.53 0.60 -0.26 0.15
Model info - - - - - -
F = 2.79 - - - - - -
P = 0.041 - - - - - -
R2 = 0.03 - - - - - -
Outcome variable: OCS
Constant 3.18 0.05 69.33 0.00 3.09 3.27
PCP 0.21 0.07 2.94 0.00 0.07 0.35
Gender 0.25 0.09 2.73 0.01 0.07 0.43
PCP*gender 0.34 .014 2.35 0.02 0.06 0.62
Model info - - - - - -
F = 7.01 - - - - - -
P = 0.000 - - - - - -
R2 = 0.07 - - - - - -
Outcome variable: OCS
Constant 3.17 0.05 68.30 0.00 3.08 3.27
PCP 0.20 0.07 2.82 0.01 0.06 0.35
Marital status 0.18 0.10 1.76 0.08 -0.02 0.39
PCP*marital status 0.18 0.16 1.12 0.27 -0.14 0.51
Model info - - - - - -
F = 4.07 - - - - - -
P = 0.007 - - - - - -
R2 = 0.04 - - - - - -
Outcome variable: OCS
Constant 3.28 0.05 64.79 0.00 3.17 3.38
PCP 0.36 0.08 4.67 0.00 0.21 0.51
Job level (w1) -0.33 0.18 -1.84 0.07 -0.69 0.02
PCP*job level (w1) -1.05 0.32 -3.27 0.00 -1.68 -0.42
Model info - - - - - -
F = 7.80 - - - - - -
P = 0.000 - - - - - -
R2 = 0.12 - - - - - -

Note: N = 288; LLCI, lower-level confidence interval; ULCI, upper-level confidence interval; SE, standard error; PCP, psychosocial career pre-occupations; PCPS, Psychosocial Career Pre-occupation 
Scale; WFS, Workplace Friendship Scale; OCS, Organisational Commitment Scale.
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p = 0.01; LLCI [lower-level confidence interval] = 0.06; ULCI 
[upper-level confidence interval] = 0.35). Conversely, age did 
not exhibit a substantial effect (ß = 0.04; t = 0.61; p = 0.54; 
LLCI = -0.09; ULCI = 0.17). The interaction effect between 
PCPS and age similarly demonstrated a non-significant role 
in elucidating variations in organisational commitment, as 
indicated by the ensuing values (ß = -0.05; t = -0.53; p = 0.60; 
LLCI = -0.26; ULCI = 0.15).

As illustrated in Table 3, the model assessing the interaction 
impact between the PCPS and gender in forecasting 
organisational commitment yielded statistically significant 
findings (F = 7.01; p = 0.00; R2 = 0.07; indicating a modest yet 
practically meaningful effect). This implies that around 7% of 
the fluctuations within the organisational commitment 
construct can be attributed to variations in the independent 
variable (psychosocial career pre-occupations), gender, and 
the interplay between psychosocial career pre-occupations 
and gender. Both psychosocial career pre-occupations and 
gender demonstrated noteworthy impacts on organisational 
commitment: PCP (ß = 0.21; t = 2.94; p = 0.00; LLCI = 0.07; 
ULCI = 0.35) and gender (ß = 0.25; t = 2.73; p = 0.01; LLCI = 
0.07; ULCI = 0.43). Concerning the collective interaction 
effect between PCPS and gender, the outcome unveiled a 
marginally significant interaction effect in elucidating 
variations in organisational commitment, with the ensuing 
values (ß = 0.34; t = 2.35; p = 0.02; LLCI = 0.06; ULCI = 0.62).

Additionally, Table 4 demonstrated that the model analysing 
the interaction effect between the PCPS and marital status in 
forecasting organisational commitment yielded statistically 
significant outcomes (F = 4.07; p = 0.007; R2 = 0.04; indicating 
a minor yet practically relevant effect). This implies that 
roughly 4% of the alterations within the organisational 
commitment construct can be attributed to fluctuations in the 
independent variable (psychosocial career pre-occupations), 
marital status, and the interplay between psychosocial career 
pre-occupations and marital status. Only psychosocial career 
pre-occupations exhibited a significant primary influence on 
organisational commitment (ß = 0.20; t = 2.82; p = 0.01; LLCI 
= 0.06; ULCI = 0.35). In contrast, marital status displayed 
neither substantial main effect (ß = 0.18; t = 1.76; p = 0.08; 
LLCI = -0.02; ULCI = 0.39) nor a significant interaction effect 
in clarifying variations in organisational commitment, as 
reflected in the ensuing values (ß = 0.18; t = 1.12; p = 0.27; 
LLCI = -0.14; ULCI = 0.51).

The model assessing the interaction effect between 
psychosocial career pre-occupations and job level in 
forecasting organisational commitment yielded statistically 
significant findings (F = 7.80; p = 0.00; R2 = 0.12; signifying a 
minor yet practically meaningful effect). This implies that 
approximately 12% of the fluctuations within the 
organisational commitment construct can be attributed to 
variations in the independent variable (psychosocial career 
pre-occupations), job level, and the interaction between 
psychosocial career pre-occupations and job level. 
Psychosocial career pre-occupations demonstrated a notable 

primary impact on organisational commitment (ß = 0.36; t = 
4.67; p = 0.00; LLCI = 0.21; ULCI = -0.51), while the job level 
(acting as a moderator) did not yield a substantial primary 
effect (ß = -0.33; t = -1.84; p = 0.07; LLCI = -0.69; ULCI = 0.02). 
An evident interaction effect was observed in elucidating 
variations in organisational commitment, as indicated by the 
ensuing values (ß = -1.05; t = -3.27; p = 0.00; LLCI = -1.68; 
ULCI = -0.42); however, this interaction exhibited a negative 
influence on the dependent variable.

Moderated effect of socio-demographic 
variables on the social connectedness scale in 
predicting organisational commitment scale
Table 4 illustrates the outcomes of the moderated regression 
analysis, showcasing the influence of socio-demographic 
variables (age, gender, marital status and job level) as 
moderators on the social connectedness scale (SCS) when 
predicting the OCS.

Table 4 presents findings from the model examining the 
interplay between social connectedness and socio-
demographic variables, such as age, in predicting 
organisational commitment. The results indicate statistical 
significance (F = 6.89; p = 0.00; R2 = 0.15; small practical effect), 
suggesting that 15% of the variance in organisational 
commitment can be attributed to variations in the independent 
variable (social connectedness). Moreover, the main effect of 
social connectedness on organisational commitment was 
marginally significant (ß = 0.43; t = 2.14; p = 0.03; LLCI = 0.03; 
ULCI = 0.82), while age did not demonstrate a significant effect 
(ß = -0.18; t = -1.24; p = 0.22; LLCI = -0.47; ULCI = 0.15). 
Additionally, the interaction effect between social 
connectedness (SCS) and age did not indicate moderation in 
explaining the variance in organisational commitment (ß = 
-0.14; t = -0.64; p = 0.53; LLCI = -0.57; ULCI = 0.29).

The model assessing the interaction effect between the SCS 
and gender in predicting organisational commitment was 
statistically significant (F = 18.79; p = 0.00; R2 = 0.17; small 
practical effect). This indicates that 17% of the variance in 
organisational commitment can be explained by variations 
in the independent variable (social connectedness). Both 
social connectedness and gender exhibited significant main 
effects on organisational commitment: SCS (ß = 0.42; t = 6.39; 
p = 0.00; LLCI = 0.29; ULCI = 0.54) and gender (ß = 0.24; 
t = 2.76; p = 0.01; LLCI = 0.07; ULCI = 0.41). The combined 
interaction effect between social connectedness and gender 
demonstrated a moderating effect in explaining the variance 
in organisational commitment (ß = 0.36; t = 2.79; p = 0.01; 
LLCI = 0.11; ULCI = 0.62).

Table 4 further confirms the model’s statistical significance 
by examining the interaction between the SCS and marital 
status in predicting organisational commitment (F = 14.49; 
p = 0.00; R2 = 0.13; small practical effect). In this analysis, 13% 
of the variance in organisational commitment is explained by 
variations in the independent variable (social connectedness). 
Only social connectedness demonstrated a significant main 
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effect on organisational commitment (ß = 0.42; t = 6.28; 
p = 0.00; LLCI = 0.29; ULCI = 0.55). However, marital status 
neither displayed a significant main effect (ß = 0.16; t = 1.60; 
p = 0.11; LLCI = -0.04; ULCI = 0.35) nor a moderating effect in 
explaining the variance in organisational commitment 
(ß = 0.18; t = 1.15; p = 0.25; LLCI = -0.13; ULCI = 0.48).

Concerning the moderating influence of socio-demographic 
variables, particularly job level, on the association between 
social connectedness and organisational commitment, the 
overall model demonstrated statistical significance (F = 14.89; 
p = 0.00; R2 = 0.21; moderate practical effect). This indicates that 
21% of the variation in organisational commitment can be 
explained by variations in the independent variable (social 
connectedness). Social connectedness exhibited a significant 
main effect on organisational commitment (ß = 0.56; t = 7.74; 
p = 0.00; LLCI = 0.42; ULCI = 0.70), while job level (the 
moderator) also showed a significant main effect (ß = -0.50; 
t = -3.23; p = 0.00; LLCI = -0.79; ULCI = -0.19). The interaction 
effect was significant in explaining the variance in organisational 

commitment (ß = -0.72; t = -3.83; p = 0.00; LLCI = -1.09; ULCI = 
-0.35), yet the interaction had a negative moderating effect on 
the dependent variable (organisational commitment).

In summary, regarding practical implications, it is worth 
noting that only the model testing the interaction between 
social connectedness and job level in predicting organisational 
commitment demonstrated a moderate practical effect. In 
contrast, the remaining moderators showed a small practical 
effect, as evidenced by both Table 3 and Table 4. Additionally, 
the results in Table 4 revealed that socio-demographic 
variables (excluding age and marital status) significantly 
moderated the relationship between social connectedness 
and the prediction of organisational commitment.

Discussion
This implies that when participants maintain a favourable 
outlook on their psychosocial career pre-occupations, 
especially regarding accord with colleagues in their role and 

TABLE 4: Interaction and indirect effects of the moderated regression analysis: Effects of socio-demographic variables on the social connectedness scale in predicting 
organisational commitment scale.
Variables Coefficient or effect SE t p Bootstrap 95% confidence interval (CI)

LLCI ULCI

Outcome variable: Organisational commitment scale (OCS)
Constant 3.30 0.13 24.73 0.00 3.04 3.57
SC 0.43 0.20 2.14 0.03 0.03 0.82
Age -0.18 0.15 -1.24 0.22 -0.47 0.15
SC*age -0.14 0.22 -0.64 0.53 -0.57 0.29
Model info - - - - - -
F = 6.89 - - - - - -
P = 0.000 - - - - - -
R2 = 0.15 - - - - - -
Outcome variable: OCS
Constant 3.18 0.04 73.26 0.00 3.09 3.26
SC 0.42 0.07 6.39 0.00 0.29 0.54
Gender 0.24 0.09 2.76 0.01 0.07 0.41
SC*gender 0.36 0.13 2.79 0.01 0.11 0.62
Model info - - - - - -
F = 18.79 - - - - - -
P = 0.000 - - - - - -
R2 = 0.17 - - - - - -
Outcome variable: OCS
Constant 3.17 0.04 71.73 0.00 3.09 3.26
SC 0.42 0.07 6.28 0.00 0.29 0.55
Marital status 0.16 0.10 1.60 0.11 -0.04 0.35
SC*marital status 0.18 0.15 1.15 0.25 -0.13 0.48
Model info - - - - - -
F = 14.49 - - - - - -
P = 0.000 - - - - - -
R2 = 0.13 - - - - - -
Outcome variable: OCS
Constant 3.25 0.05 68.05 0.00 3.15 3.34
SC 0.56 0.07 7.74 0.00 0.42 0.70
Job level -0.50 0.15 -3.23 0.00 -0.79 -0.19
SC*job level -0.72 0.19 -3.83 0.00 -1.09 -0.35
Model info - - - - - -
F = 14.89 - - - - - -
P = 0.000 - - - - - -
R2 = 0.21 - - - - - -

Note: N = 288; LLCI, lower-level confidence interval; ULCI, upper-level confidence interval; SE, standard error; SC, social connectedness; PCPS, Psychosocial Career Pre-occupation Scale; WFS, 
Workplace Friendship Scale; OCS, Organisational Commitment Scale.
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attaining financial autonomy from their upbringing, their 
inclination towards career prospects matching their interests, 
skills and abilities, coupled with their capability to establish 
themselves in their chosen career field, might lead to 
favourable perceptions regarding their commitment to the 
organisation. Consequently, this could encourage proactive 
career self-management among employees in higher 
educational institutions. Numerous studies by different 
researchers support the notion that the fulfilment of 
psychosocial career pre-occupations enhances employees’ 
commitment levels (Bester et al., 2019; Coetzee, 2015; 
Coetzee & Schreuder, 2018; Coetzee & Takawira, 2019; Deas, 
2017; Hirschi & Koen, 2021; Kwao, 2023; Potgieter et al., 2019).

In the overall correlation analysis, notable findings emerged. 
Significant and positive correlations were observed among the 
three facets of psychosocial career pre-occupations, the two 
elements of social connectedness and the three sub-factors of 
organisational commitment. Furthermore, significant and 
positive relationships were detected between all sub-factors and 
respondents’ overall psychosocial career pre-occupations, overall 
social connectedness and overall organisational commitment.

Regarding the outcomes presented in Tables 3 and 4, all 
socio-demographic factors (age, gender, marital status and 
job level) were utilised as moderating (control) variables in 
pursuit of the overarching objective of this research study. 
Both psychosocial career pre-occupations and social 
connectedness were treated as independent variables, while 
organisational commitment was nominated as the dependent 
variable. The results from the moderated analysis revealed 
that respondents’ gender and job level acted as moderators 
influencing the relationship between psychosocial career pre-
occupations and organisational commitment. This finding 
differs from previous research conclusions, which suggested 
that age and job level did not moderate individual perceptions 
of psychosocial career pre-occupations (Coetzee, 2015; Deas, 
2017; Deas & Coetzee, 2020; Potgieter et al., 2019) in their 
prediction of organisational commitment.

The findings indicated that both gender and job levels of 
individuals within the organisation influence the strength 
and direction of the relationship between individuals’ 
perceptions of psychosocial career pre-occupations and their 
predictions of organisational commitment. These results 
suggested that gender, particularly female gender, had a 
more significant impact on the connection between 
psychosocial career pre-occupations and organisational 
commitment (Kwao, 2023). This finding is noteworthy as 
females tend to be more driven towards pursuing higher 
levels of career advancement compared to their male 
counterparts, in alignment with previous research that 
underscored females’ heightened commitment to their 
careers relative to males (Holth et al., 2017; Kwao, 2023).

Moreover, the results concerning job level in this study 
suggested that, in the context of formulating and executing 
strategies for career self-management, in conjunction with 
psychosocial career pre-occupations and social connectedness, 

special emphasis on job levels might be pivotal for predicting 
organisational commitment. Once more, the results of the 
moderated analysis revealed that the interaction among 
individuals’ psychosocial career pre-occupations, social 
connectedness and organisational commitment depended on 
the individuals’ gender and job level. Other socio-
demographic factors, such as age and marital status, showed 
limited or no evident associations with the constructs under 
investigation. When combined, these results offer partial 
validation of the research aim.

Implications for human resource development 
practice
Based on the findings of the research, a number of 
recommendations are put forward for higher educational 
institutions in order to enhance employees’ career self-
management capabilities to ensure higher levels of 
organisational commitment. These recommendations for the 
management of public higher educational institutions are 
highlighted in this section.

Organisational-level interventions
Enhance clarity on career self-management strategies: It is 
recommended that institutional management provides clear 
and transparent communication about the available career 
self-management strategies and support systems. These 
measures should prioritise employee advancement within 
the workplace.

Promote diversity-focussed career self-management practices: The 
management of public higher educational institutions should 
direct their career self-management practices towards 
promoting additional support. This involves considering 
socio-demographic factors such as age, gender, marital status 
and job level.

Initiate support systems: Institutional leaders should 
proactively establish support systems, such as employee 
counselling, career assistance programmes and coaching 
initiatives. These programmes will aid employees in 
effectively navigating their careers within the evolving 
landscape of the modern workforce.

Strategic use of assessment scales: The assessment scales, 
namely the PCPS, SCS and OCS should be used proactively. 
These tools can help pinpoint individual career needs and 
inform the development of career self-management strategies 
aligned with broader organisational objectives.

Leverage psychosocial career pre-occupations scale: The management 
should take a more proactive approach in using the PCPS to 
identify specific employee career concerns within the 
organisation. This data can then be used to tailor career 
management practices aimed at fostering individual growth 
within their roles.

Promote work–life balance: The management of public higher 
educational institutions should develop and implement 
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effective work–life balance opportunities. Particularly, senior 
staff, including teaching staff and female employees, have 
shown a need for these opportunities. This could encompass 
flexible work schedules and options for remote work 
from home, as supported by existing research (Bowen, 2020; 
Dingel & Neiman, 2020; Ferrari et al., 2021; Prasad et al., 2020).

Facilitate workplace friendships: Promoting a conducive work 
environment by encouraging the use of the SCS. This will 
enable the identification of specific workplace friendships 
among employees, contributing to a positive and collaborative 
work atmosphere.

Individual-level interventions
In light of the findings and the intricate connections 
uncovered in this study, the following interventions can be 
performed on an individual level in terms of career self-
management strategies:
• Employees should engage in self-evaluation, particularly 

when receiving feedback related to their psychosocial 
career pre-occupation stages, encompassing career 
establishment, adaptation and work-life adjustment 
phases. This self-reflection aids in preparing individuals 
for future career progressions within any organisational 
context.

• Institutions should consistently offer individual employees 
opportunities to assess their psychosocial career concerns 
and social connectedness initiatives, including friendship 
dynamics, on a daily basis. This facilitates employees in 
recognising the factors that drive their commitment to the 
institution of which they are a part.

• Institutional management should guide individuals in 
taking into account their unique biographical 
characteristics, such as age, gender, marital status and job 
level when selecting suitable career development 
strategies for their career trajectory.

• Management of public higher educational institutions 
should maintain open dialogues with employees to help 
them gain insight into their specific psychosocial career 
pre-occupations. This understanding assists employees 
in identifying their career needs. Furthermore, distinct 
dimensions of workplace friendships (either friendship 
opportunities or friendship prevalence) that foster 
positive workplace relationships should be deliberately 
developed, introduced and integrated to aid employees 
in attaining the overall organisational objectives.

Limitations and future research directions
There are several limitations that warrant consideration in the 
interpretation of the findings. The use of convenience sampling 
restricts the generalisability and practical applicability of the 
results. In addition, the relatively modest sample size 
diminishes the confidence in the findings. A larger and more 
diverse sample encompassing various sectors, with a balanced 
representation of demographic variables such as age groups, 
could yield a more inclusive range of outcomes.

As a result of the exploratory correlational design employed, 
causal relationships cannot be established; only the extent 
and direction of associations among variables are determined. 
The reliance on self-reported measures introduces the 
potential for common method bias, necessitating careful 
consideration in future research endeavours.

Concerning organisational commitment, previous studies have 
similarly reported positive associations with the overarching 
organisational commitment construct. Consequently, the 
analysis focussed on these overall constructs. Future research 
should encompass diverse industries to capture varied 
perspectives. Future research might also explore deeper lying 
realities among the constructs using a qualitative research 
approach.

Suggested future longitudinal studies could evaluate the 
consistency of relationships between constructs and their 
sub-dimensions across an employee’s career trajectory, 
encompassing early, middle and late stages. Such research 
endeavours would assist HR managers and practitioners in 
interpreting outcomes and contribute to the creation of 
comprehensive career profiles beneficial for the efficient 
management of staff across all categories within work 
environments in higher educational institutions.

Conclusion
Higher educational institutions can use the gathered 
pertinent information to aid employees in comprehending 
the significance of proactive career self-management and its 
potential influence on the organisation. Institution members 
might undergo training in proactive career self-management 
initiatives to bolster their engagement in work-related 
endeavours. In cases where individuals exhibit a limited 
grasp of proactive career management, practitioners could 
implement targeted interventions to ensure these individuals 
derive substantial benefits from the organisational career 
programmes in place.

Acknowledgements
Competing interests
The authors declare that they have no financial or personal 
relationships that may have inappropriately influenced them 
in writing this article.

Authors’ contributions
N.F. was the research supervisor, developed the research 
methodology and produced the original draft. I.T.K. was 
responsible for the study conceptualisation and conducting 
the original research. I.L.P. contributed to the review and 
editing of the manuscript.

Funding information
The authors received no financial support for the research, 
authorship, and/or publication of this article.

http://www.sajbm.org


Page 12 of 13 Original Research

http://www.sajbm.org Open Access

Data availability
The data that support the findings of this study are available 
on request from the corresponding author, N.F., upon 
reasonable request.

Disclaimer
The views and opinions expressed in this article are those of 
the authors and are the product of professional research. It 
does not necessarily reflect the official policy or position of 
any affiliated institution, funder, agency, or that of the 
publisher. The authors are responsible for this article’s results, 
findings, and content.

References
Aldiabat, B. (2023). Personal characteristics and organisational career management as 

predictors of organisational commitment: An empirical investigation. International 
Journal of Professional Business Review, 8(6), e02096. https://doi.org/10.26668/
businessreview/2023v8i6.2096

Al-Jabari, B., & Ghazzawi, I. (2019). Organisational commitment: A review of the 
conceptual and empirical literature and a research agenda. International 
Leadership Journal, 11(1), 78–119.

Allen, N.J., & Meyer, J.P. (1990). The measurement and antecedents of affective, 
continuance and normative commitment to the organisation. Journal of 
Occupational and Organisational Psychology, 63(1), 1–18. https://doi.
org/10.1111/j.2044-8325.1990.tb00506.x

Alomran, A.M., Ahmed, T.S.A., & Kassem, A.M. (2024). Impact of organisational trust on 
organisational commitment: The moderating effect of national identity. Cogent 
Social Sciences, 10(1), 2309712. https://doi.org/10.1080/23311886.2024.2309712

Akkermans, J., Brenninkmeijer, V., Huibers, M., & Blonk, R.W.B. (2013). Competencies 
for the contemporary career: Development and preliminary validation of the 
career competencies questionnaire. Journal of Career Development, 40, 245–267. 
https://doi.org/10.1177/0894845312467501

Anggraini, N., Komala, M., & Purwana, D. (2019). The effect of social connectedness 
and mindfulness on sustainable wellbeing. Journal of International Conference 
Proceedings, 2(3) 316–320. https://doi.org/10.32535/jicp.v2i3.676 (NFR)

Bailey, M., Cao, R., Kuchler, T., Stroebel, J., & Wong, A. (2018). Social connectedness: 
Measurement, determinants, and effects. Journal of Economic Perspectives, 
32(3), 259–280. https://doi.org/10.1257/jep.32.3.259

Baruch, Y., Bhaskar, A., & Mishra, B. (2019). Career dynamics in India: A two-wave 
study of career orientations and employability of graduates. Personnel Review, 
49(3), 825–845. https://doi.org/10.1108/PR-10-2018-0429

Benitez, J., Henseler, J., Castillo, A., & Schuberth, F. (2020). How to perform and report 
an impactful analysis using partial least squares: Guidelines for confirmatory and 
explanatory IS research. Information & Management, 57(2), 1–16. https://doi.
org/10.1016/j.im.2019.05.003

Bester, S. M. (2018). Toward constructing a psychosocial model of career wellbeing for 
the South African working adult. Unpublished doctoral thesis, University of South 
Africa, Pretoria, South Africa.

Bester, M., Coetzee, M., Ferreira, N., & Potgieter, I.L. (2019). Conceptualisation of 
career wellbeing. Personal conversation among authors. University of South 
Africa Pretoria, South Africa.

Bowen, T. (2020). Work-integrated learning placements and remote working: 
Experiential learning online. International Journal of Work-Integrated Learning, 
21(4), 377–386.

Bowles, T., & Scull, J. (2019). The centrality of connectedness: A conceptual synthesis 
of attending, belonging, engaging and flowing. Journal of Psychologists and 
Counsellors in Schools, 29(1), 3–21. https://doi.org/10.1017/jgc.2018.13

Brown, A., & Leite, A.C. (2022). The effects of social and organisational connectedness 
on employee well-being anf remote working experiences during the COVID-19 
pandemic. Journal of Applied Social Psychology, 53(2), 134–152. https://doi.
org/10.1111/jasp.12934

Coetzee, M. (2014). Preliminary exploration of the psychosocial career preoccupations 
scale. Unpublished research report, University of South Africa.

Coetzee, M. (2015). Employees’ psychosocial career preoccupations in relation to 
their work-related commitment. Southern African Business Review, 19(3), 30–47.

Coetzee, M. (2016a). Adaptive behaviour in the workplace: Psychosocial career 
preoccupations and openness to technological change. In T.V. Martin (Ed.), Career 
development: Theories, practices and challenges (pp. 63–78). Nova Science. 
Publishers, Inc.

Coetzee, M. (2016b). Graduates’ psychosocial career preoccupations and 
employability capacities in the work context. In M. Tomlinson & L. Holmes (Eds.), 
Graduate employability in context (pp. 295–315). Palgrave Macmillan.

Coetzee, M. (2018). Exploring psychological career mechanisms for enhancing 
employees’ self-efficacious career adaptability. Southern African Business Review, 
22(1), 20. https://doi.org/10.25159/1998-8125/3843

Coetzee, M. (2019). The value of future-fit psychosocial career self-management 
capabilities in sustaining career wellbeing. In I.L. Potgieter, N. Ferreira & M. 
Coetzee (Eds.), Theory, research and dynamics of career wellbeing (pp. 139–157). 
Springer.

Coetzee, M., & Bester, M.S. (2021). Exploring the reciprocal correspondence among 
workplace relationships, career goal instrumentality, career satisfaction, and 
organisational commitment. South African Journal of Psychology, 51(1), 81–94. 
https://doi.org/10.1177/0081246320948366

Coetzee, M., Ferreira, N., & Potgieter, I.L. (2023). Employees’ career mindsets as 
career capital for a digital work world orientation. SA Journal of Industrial 
Psychology, 49(1), a2088. https://doi.org/10.4102/sajip.v49i0.2088

Coetzee, M., & Oosthuizen, R.M. (2017). Work-role psychosocial flourishing: Its 
mediation role on workplace bullying and employee turnover intention. Journal of 
Psychology in Africa, 27(3), 211–215. https://doi.org/10.1080/14330237.2017. 
1321826

Coetzee, M., & Pauw, D. (2013). Staff perception of leader emotional competency as a 
predictor of satisfaction with retention factors. Journal of Psychology in Africa, 
23(2), 177–186. https://doi.org/10.1080/14330237.2013.10820613

Coetzee, M., & Schreuder, D. (2018). Proactive career self-management: Exploring links 
among psychosocial career attributes and adaptability resources. South African 
Journal of Psychology, 48(2), 206–218. https://doi.org/10.1177/2F0081246317719646

Coetzee, M., & Takawira, N. (2019). Career satisfaction of professional women: The 
interplay between career adaptability and psychosocial career preoccupations. 
African Journal of Employee Relations, 43(1), 1–17. https://doi.org/10.25159/2664-
3731/3764

Coetzee, M., Van Lill, X., & Bester, M.S. (2022). Structural validity and measurment 
invariance of the Psychological Career Resources Inventory Short Form as a 
predictor of career satisfaction. Journal of Psychology in Africa, 32(4), 359–369. 
https://doi.org/10.1080/14330237.2022.2075550

De Guzman, A.B., & Choi, K.O. (2013). The relations of employability skills to career 
adaptability among technical school students. Journal of Vocational Behavior, 82, 
199–207. https://doi.org/10.1016/j.jvb.2013.01.009

Deas, A.J. (2017). Constructing a psychological retention profile for diverse 
generational groups in the higher educational environment. Unpublished doctoral 
thesis, University of South Africa.

Deas, A.J., & Coetzee, M. (2020). Psychological contract, career concerns, and retention 
practices satisfaction of employees: Exploring interaction effects. Current 
Psychology, 39, 1990–1998. https://doi.org/10.1007/s12144-020-00660-0

Deery, M., & Jago, L. (2015). Revisiting talent management, work-life balance and 
retention strategies. International Journal of Contemporary Hospitality 
Management, 27(3), 453–472. https://doi.org/10.1108/IJCHM-12-2013-0538

Dingel, J.I., & Neiman, B. (2020). How many jobs can be done at home. Journal of 
Public Economics, 189, 104235. https://doi.org/10.1016/j.jpubeco.2020.104235

Direnzo, M.S., Greenhaus, J.H., & Weer, C.H. (2015). Relationship between protean 
career orientation and work–life balance: A resource perspective. Journal of 
Organisational Behavior, 36(4), 538–560. https://doi.org/10.1002/job.1996

Dockel, A., Basson, J.S., & Coetzee, M. (2006). The effect of retention factors on 
organisational commitment: An investigation of high technology employees. SA 
Journal of Human Resource Management, 4(2), 20–28. https://doi.org/10.4102/
sajhrm.v4i2.91

Ehlers, U.D. (2020). Future skills and the future of higher education (p. 193). Retrieved 
from https://wcol2019.ie

Ferdiana, S., Khan, Z., & Ray, S. (2023). Investigating the impact of career development, 
organisational commitment and organisational support on employee retention. 
Journal of Management Studies and Development, 2(2), 117–128. https://doi.
org/10.56741/jmsd.v2i02.108

Ferrari, J.R., Swanson, H.L., & Patel, D.A. (2021). The impact of office clutter on remote 
working: I can’t work with all this stuff. North American Journal of Psychology, 
23(1), 155–171.

Ferreira, N. (2012). Constructing a psychological career profile for staff retention. 
Doctoral dissertation. University of South Africa.

Ferreira, N., Mujajati, E., & Du Plessis, M. (2024). Fostering organisational commitment: 
A resilisience framework for private-sector organisations in South Africa. Frontier 
in Psychology, 15, 1303866. https://doi.org/10.3389/fpsyg.2024.1303866

Fleig-Palmer, M.M., & Rathert, C. (2015). Interpersonal mentoring and its influence on 
retention of valued health care workers: The moderating role of affective 
commitment. Health Care Management Review, 40(1), 56–64. https://doi.
org/10.1097/HMR.0000000000000011

Guirguis, E., Sourial, M., Jackson, J., Bonfiglio, M., Nornoo, A., & Maarsingh, H. (2020). 
Developing a comprehensive APPE-readiness plan with a focus on skills, attitudes, 
and behaviors. Currents in Pharmacy Teaching and Learning, 12(4), 479–486. 
https://doi.org/10.1016/j.cptl.2019.12.035

Hair, J.F., Risher, J.J., Sarstedt, M., & Ringle, C.M. (2019). When to use and how to 
report the results of PLS-SEM. European Business Review, 31(1), 2–24. https://doi.
org/10.1108/EBR-11-2018-0203

Hanaysha, J., & Majid, M. (2018). Employee motivation and its role in improving the 
productivity and organisational commitment at higher education institutions. Journal 
of Entrepreneurship and Business, 6(1), 17–28. https://doi.org/10.17687/JEB.0601.02

Hayes, A.F. (2018). Introduction to mediation, moderation, and conditional process 
analysis: A regression-based approach (2nd ed.). The Guilford Press.

Hayes, A.F. (2022). Introduction to mediation, moderation, and conditional process 
analysis: A regression-based approach (3rd ed.). The Guilford Press.

Hirschi, A., & Koen, J. (2021). Contemporary career orientations and career self-
management: A review and integration. Journal of Vocational Behavior, 126, 
103505. https://doi.org/10.1016/j.jvb.2020.103505

http://www.sajbm.org
https://doi.org/10.26668/businessreview/2023v8i6.2096
https://doi.org/10.26668/businessreview/2023v8i6.2096
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1080/23311886.2024.2309712
https://doi.org/10.1177/0894845312467501
https://doi.org/10.32535/jicp.v2i3.676
https://doi.org/10.1257/jep.32.3.259
https://doi.org/10.1108/PR-10-2018-0429
https://doi.org/10.1016/j.im.2019.05.003
https://doi.org/10.1016/j.im.2019.05.003
https://doi.org/10.1017/jgc.2018.13
https://doi.org/10.1111/jasp.12934
https://doi.org/10.1111/jasp.12934
https://doi.org/10.25159/1998-8125/3843
https://doi.org/10.1177/0081246320948366
https://doi.org/10.4102/sajip.v49i0.2088
https://doi.org/10.1080/14330237.2017.1321826
https://doi.org/10.1080/14330237.2017.1321826
https://doi.org/10.1080/14330237.2013.10820613
https://doi.org/10.1177/2F0081246317719646
https://doi.org/10.25159/2664-3731/3764
https://doi.org/10.25159/2664-3731/3764
https://doi.org/10.1080/14330237.2022.2075550
https://doi.org/10.1016/j.jvb.2013.01.009
https://doi.org/10.1007/s12144-020-00660-0
https://doi.org/10.1108/IJCHM-12-2013-0538
https://doi.org/10.1016/j.jpubeco.2020.104235
https://doi.org/10.1002/job.1996
https://doi.org/10.4102/sajhrm.v4i2.91
https://doi.org/10.4102/sajhrm.v4i2.91
https://wcol2019.ie
https://doi.org/10.56741/jmsd.v2i02.108
https://doi.org/10.56741/jmsd.v2i02.108
https://doi.org/10.3389/fpsyg.2024.1303866
https://doi.org/10.1097/HMR.0000000000000011
https://doi.org/10.1097/HMR.0000000000000011
https://doi.org/10.1016/j.cptl.2019.12.035
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.17687/JEB.0601.02
https://doi.org/10.1016/j.jvb.2020.103505


Page 13 of 13 Original Research

http://www.sajbm.org Open Access

Hirschi, A., Zacher, H., & Shockley, K.M. (2022). Whole-life career self-management: A 
conceptual framework. Journal of Career Development, 49(2), 344–362. https://
doi.org/10.1177/0894845320957729

Holth, L., Bergman, A., & MacKenzie, R. (2017). Gender, availability and dual 
emancipation in the Swedish ICT sector. Work, Employment and Society, 31(2), 
230–247. https://doi.org/10.1177/0950017016651378

Hu, X., & Jiang, Z. (2018). Employee-oriented HRM and voice behavior: A moderated 
mediation model of moral identity and trust in management. The International 
Journal of Human Resource Management, 29(5), 746–771. https://doi.org/10.1080/ 
09585192.2016.1255986

Huo, M., Fuentecilla, J.L., Birditt, K.S., & Fingerman, K.L. (2020). Empathy and close 
social ties in late life. The Journals of Gerontology: Series B, 75(8), 1648–1657. 
https://doi.org/10.1093/geronb/gbz044

Kaski, S.S., & Kinnunen, U. (2021). Work-related ill-and well-being among Finnish sport 
coaches: Exploring the relationships between job demands, job resources, 
burnout and work engagement. International Journal of Sports Science & 
Coaching, 16(2), 262–271. https://doi.org/10.1177/1747954120967794

Kaur, J., & Kaushik, S. (2020). Protean career orientation and perceived employability: 
The mediating role of career self-management. Ramanujan International Journal 
of Business and Research, 5, 1–15. https://doi.org/10.51245/rijbr.v5i1.2020.212

Kelley, M.L., Bravo, A.J., Davies, R.L., Hamrick, H.C., Vinci, C., & Redman, J.C. (2019). 
Moral injury and suicidality among combat-wounded veterans: The moderating 
effects of social connectedness and self-compassion. Psychological Trauma: Theory, 
Research, Practice, and Policy, 11(6), 621. https://doi.org/10.1037/tra0000447

Khaleel, M., Chelliah, S., Khalid, J., Jamil, M., & Manzoor, F. (2016). Employee 
engagement as an outcome of friendship at workplace: Moderating role of job 
embeddedness. International Journal of Academic Research in Business and Social 
Sciences, 6(6), 1–6. https://doi.org/10.6007/IJARBSS/v6-i6/2171

Kumari, P., & Priya, B. (2017). Organisational commitment: A comparative study of 
public and private sector bank managers. International Journal of Business and 
Management Invention, 6(1), 38–47.

Kwao, I.T. (2023) Constructing a profile for proactive career self-management in public 
higher education institutions in Ghana. Unpublished dissertation. Unisa.

LeDoux, J.E., & Hofmann, S.G. (2018). The subjective experience of emotion: A fearful 
view. Current Opinion in Behavioral Sciences, 19, 67–72. https://doi.org/10.1016/ 
j.cobeha. 2017.09.011

Līce, A., & Sloka, B. (2019). Which skills, competencies and attitudes are employers 
looking for in recruitment process in Latvia. In Proceedings of the International 
Scientific Conference ‘Contemporary Issues in Business, Management and 
Economics Engineering’ (pp. 7–17).

Lim, A.J.P., Loo, J.T.K., & Lee, P.H. (2017). The impact of leadership on turnover 
intention: The mediating role of organisational commitment and job satisfaction. 
Journal of Applied Structural Equation Modeling, 1(1), 27–41. https://doi.
org/10.47263/JASEM.1(1)04

Lumley, E.J., Coetzee, M., Tladinyane, R., & Ferreira, N. (2011). Exploring the job 
satisfaction and organisational commitment of employees in the information 
technology environment. Southern African Business Review, 15(1), 100–118.

Marx, K. (2016). Capital: A critique of political economy. Volume I: The Economist (Vol. 28). 
VM eBooks.

Mathieu, C., Fabi, B., Lacoursière, R., & Raymond, L. (2016). The role of supervisory 
behavior, job satisfaction and organisational commitment on employee turnover. 
Journal of Management & Organisation, 22(1), 113–129. https://doi.org/10.1017/
jmo.2015.25

Meyer, J.P., & Allen, N.J. (1997). Commitment in the workplace: Theory, research, 
and application (Advanced Topics in Organisational Behavior). Sage Publications.

Moon, J.S., & Choi, S.B. (2017). The impact of career management on organisational 
commitment and the mediating role of subjective career success: The case of 
Korean R&D employees. Journal of Career Development, 44(3), 191–208. https://
doi.org/10.1177/0894845316643829

Morgan, T., Wiles, J., Park, H.J., Moeke-Maxwell, T., Dewes, O., Black, S., & Gott, M. 
(2021). Social connectedness: What matters to older people. Ageing & Society, 
41(5), 1126–1144. https://doi.org/10.1017/S0144686X1900165X

Muller, E., & Peres, R. (2019). The effect of social networks structure on innovation 
performance: A review and directions for research. International Journal of 
Research in Marketing, 36(1), 3–19. https://doi.org/10.1016/j.ijresmar.2018.05.003

Nei, D., Snyder, L.A., & Litwiller, B.J. (2015). Promoting retention of nurses: A meta-
analytic examination of causes of nurse turnover. Health care management 
review, 40(3), 237–253. https://doi.org/10.1097/HMR.0000000000000025

Nielsen, I.K., Jex, S.M., & Adams, G.A. (2000). Development and validation of scores 
on a two-dimensional workplace friendship scale. Educational and Psychological 
Measurement, 60(4), 628–643. https://doi.org/10.1177/00131640021970655

O’Rourke, H.M., Collins, L., & Sidani, S. (2018). Interventions to address social 
connectedness and loneliness for older adults: A scoping review. BMC Geriatrics, 
18(1), 214. https://doi.org/10.1186/s12877-018-0897-x

Peltokorpi, V., Allen, D.G., & Froese, F. (2015). Organisational embeddedness, turnover 
intentions, and voluntary turnover: The moderating effects of employee 
demographic characteristics and value orientations. Journal of Organisational 
Behavior, 36(2), 292–312. https://doi.org/10.1002/job.1981

Post, C., Schneer, J.A., Reitman, F., & Ogilvie, D.T. (2013). Pathways to retirement: A 
career stage analysis of retirement age expectations. Human Relations, 66(1), 
87–112. https://doi.org/10.1177/0018726712465657

Potgieter, I., Ferreira, N., & Coetzee, M. (2019). Perceptions of sacrifice, workplace 
friendship and career concerns as explanatory mechanisms of employees’ 
organisational commitment. SA Journal of Human Resource Management, 17(1), 
1–9. https://doi.org/10.4102/sajhrm.v17i0.1033

Prasad, D.K., Rao, M., Vaidya, D.R., & Muralidhar, B. (2020). Organisation al climate, 
opportunities, challenges and psychological wellbeing of the remote working 
employees during COVID-19 pandemic: A general linear model approach with 
reference to information technology industry in hyderabad. International Journal 
of Advanced Research in Engineering and Technology (IJARET), 11(4), 372–389.

Rafiee, N., Bahrami, M.A., & Entezarian, S. (2015). Demographic determinants of 
organisational commitment of health managers in Yazd province. International 
Journal of Management, Accounting and Economics, 2(1), 91–100.

Randmann, L. (2013). Managers on both sides of the psychological contract. Journal of 
Management and Change, 30(1), 121–144.

Recker, J., Lukyanenko, R., Jabbari, M.A., Samuel, B.M., & Castellanos, A. (2021). From 
representation to mediation: A new agenda for conceptual modeling research in 
a digital world. MIS Quarterly, 45(1), 269–300. https://doi.org/10.25300/
MISQ/2021/16027

Robinson, L., Schulz, J., Khilnani, A., Ono, H., Cotten, S. R., McClain, N., … Tolentino, N. 
(2020). Digital inequalities in time of pandemic: COVID-19 exposure risk profiles 
and new forms of vulnerability. First Monday, 25(7), https://doi.org/10.5210/
fm.v25i7.10845

Rodrigues, R., Guest, D., Oliveira, T., & Alfes, K. (2015). Who benefits from independent 
careers. Employees, organisations, or both. Journal of Vocational Behavior, 91, 
23–34. https://doi.org/10.1016/j.jvb.2015.09.005

Savickas, M.L. (2005). The theory and practice of career construction. Career 
Development and Counseling: Putting Theory and Research to Work, 1, 42–70.

Shmatko, N., & Volkova, G. (2020). Bridging the skill gap in robotics: Global and national 
environment. Sage Open, 10(3), 1–13. https://doi.org/10.1177/2158244020958736

Smale, A., Bagdadli, S., Cotton, R., Russo, S.D., Dickmann, M., Dysvik, A., & Rozo, P. 
(2018). Proactive career behaviors and subjective career success: The moderating 
role of national culture. Journal of Organisational Behavior, 40(1), 105–122. 
https://doi.org/10.1002/JOB.2316

Sonnenstuhl, W.J., & Trice, H.M. (2018). Strategies for employee assistance programs: 
The crucial balance. Cornell University Press.

Spurk, D., Hirschi, A., & Dries, N. (2019). Antecedents and outcomes of objective versus 
subjective career success: Competing perspectives and future directions. Journal of 
Management, 45(1), 35–69. https://doi.org/10.1177/0149206318786563

Tømte, C.E., Fossland, T., Aamodt, P.O., & Degn, L. (2019). Digitalisation in higher education: 
Mapping institutional approaches for teaching and learning. Quality in Higher 
Education, 25(1), 98–114. https://doi.org/10.1080/13538322.2019.1603611

Tuna, M., Ghazzawi, I., Yesiltas, M., Tuna, A., & Siddik, A. (2016). The effects of the 
perceived external prestige of the organisation on employee deviant workplace 
behavior: The mediating role of job satisfaction. International Journal of 
Contemporary Hospitality Management, 28(2), 366–396. https://doi.
org/10.1108/IJCHM-04-2014-0182

Uno, C., Okada, K., Matsushita, E., Satake, S., & Kuzuya, M. (2021). Friendship-related 
social isolation is a potential risk factor for the transition from robust to prefrailty 
among healthy older adults: A 1-year follow-up study. European Geriatric 
Medicine, 12(2), 285–293. https://doi.org/10.1007/s41999-020-00422-y

Van Den Broeck, A., Ferris, D.L., Chang, C.H., & Rosen, C.C. (2016). A review of self-
determination theory’s basic psychological needs at work. Journal of 
Management, 42(5), 1195–1229. https://doi.org/10.1177/0149206316632058

Van Der Heijden, B., De Vos, A., Akkermans, J., Spurk, D., Semeijn, J., Van Der Velde, 
M., & Fugate, M. (2020). Sustainable careers across the lifespan: Moving the field 
forward. Journal of Vocational Behavior, 117, 103344. https://doi.org/10.1016/ 
j.jvb.2019.103344

Van Dyk, J., Coetzee, M., & Takawira, N. (2013). Satisfaction with retention factors as 
predictors of the job embeddedness of medical and information technology 
services staff. Southern African Business Review, 17, 57–75.

Wang, W., & Seifert, R. (2017). Employee referrals: A study of ‘close ties’ and career 
benefits in China. European Management Journal, 35(4), 514–522. https://doi.
org/10.1016/j.emj.2016.09.004

Wilhelm, F., & Hirschi, A. (2019). Career self-management as a key factor for career 
wellbeing. In Theory, research and dynamics of career wellbeing (pp. 117–137). 
Springer.

Yadav, P., & Saxena, S. (2015). Interrelationship among employee retention strategies 
adopted by corporate sector: An empirical study. International Journal of Research 
in Management, Science and Technology, 3(2), 196–201.

Yu-Ping, H., Chun-Yang, P., Ming-Tao, C., Chun-Tsen, Y., & Qiong-Yuan, Z. (2020). 
Workplace friendship, helping behavior, and turnover intention: The meditating 
effect of affective commitment. Advances in Management and Applied Economics, 
10(5), 1–4.

Zhou, W., Guan, Y., Xin, L., Mak, M.C.K., & Deng, Y. (2016). Career success criteria and 
locus of control as indicators of adaptive readiness in the career adaptation 
model. Journal of Vocational Behavior, 94, 124–130. https://doi.org/10.1016/ 
j.jvb.2016.02.015

http://www.sajbm.org
https://doi.org/10.1177/0894845320957729
https://doi.org/10.1177/0894845320957729
https://doi.org/10.1177/0950017016651378
https://doi.org/10.1080/09585192.2016.1255986
https://doi.org/10.1080/09585192.2016.1255986
https://doi.org/10.1093/geronb/gbz044
https://doi.org/10.1177/1747954120967794
https://doi.org/10.51245/rijbr.v5i1.2020.212
https://doi.org/10.1037/tra0000447
https://doi.org/10.6007/IJARBSS/v6-i6/2171
https://doi.org/10.1016/j.cobeha. 2017.09.011
https://doi.org/10.1016/j.cobeha. 2017.09.011
https://doi.org/10.47263/JASEM.1(1)04
https://doi.org/10.47263/JASEM.1(1)04
https://doi.org/10.1017/jmo.2015.25
https://doi.org/10.1017/jmo.2015.25
https://doi.org/10.1177/0894845316643829
https://doi.org/10.1177/0894845316643829
https://doi.org/10.1017/S0144686X1900165X
https://doi.org/10.1016/j.ijresmar.2018.05.003
https://doi.org/10.1097/HMR.0000000000000025
https://doi.org/10.1177/00131640021970655
https://doi.org/10.1186/s12877-018-0897-x
https://doi.org/10.1002/job.1981
https://doi.org/10.1177/0018726712465657
https://doi.org/10.4102/sajhrm.v17i0.1033
https://doi.org/10.25300/MISQ/2021/16027
https://doi.org/10.25300/MISQ/2021/16027
https://doi.org/10.5210/fm.v25i7.10845
https://doi.org/10.5210/fm.v25i7.10845
https://doi.org/10.1016/j.jvb.2015.09.005
https://doi.org/10.1177/2158244020958736
https://doi.org/10.1002/JOB.2316
https://doi.org/10.1177/0149206318786563
https://doi.org/10.1080/13538322.2019.1603611
https://doi.org/10.1108/IJCHM-04-2014-0182
https://doi.org/10.1108/IJCHM-04-2014-0182
https://doi.org/10.1007/s41999-020-00422-y
https://doi.org/10.1177/0149206316632058
https://doi.org/10.1016/j.jvb.2019.103344
https://doi.org/10.1016/j.jvb.2019.103344
https://doi.org/10.1016/j.emj.2016.09.004
https://doi.org/10.1016/j.emj.2016.09.004
https://doi.org/10.1016/j.jvb.2016.02.015
https://doi.org/10.1016/j.jvb.2016.02.015

	Psychological career pre-occupation and social connectedness in Ghanaian education staff’s career management
	Introduction
	Literature perspectives
	Psychosocial career pre-occupations
	Social connectedness
	Organisational commitment
	The moderating effect of socio-demographic variables

	Research problem, design and methods
	Research problem
	Participants and procedure
	Measuring instruments
	Procedure
	Data analysis
	Ethical considerations 

	Results
	Descriptive statistics: Means and standard deviations
	Bivariate correlations between PCPS, WFS and OCS
	Inferential statistics: Moderated regression analysis

	Moderated effect of socio-demographic variables on the psychosocial career pre-occupations scale in predicting organisational commitment scale
	Moderated effect of socio-demographic variables on the social connectedness scale in predicting organisational commitment scale

	Discussion
	Implications for human resource development practice
	Organisational-level interventions
	Individual-level interventions

	Limitations and future research directions

	Conclusion
	Acknowledgements
	Competing interests
	Authors’ contributions
	Funding information
	Data availability
	Disclaimer

	References
	Tables
	TABLE 1: Means, standard deviations, skewness and kurtosis (psychosocial career pre-occupation scale, workplace friendship scale and organisational commitment scale).
	TABLE 2: Bivariate correlations of psychosocial career pre-occupation scale, workplace friendship scale and organisational commitment scale (N = 288).
	TABLE 3: Interaction and indirect effects of the moderated regression analysis: Effects of socio-demographic variables on the psychosocial career pre-occupations scale in predicting organisational commitment scale.
	TABLE 4: Interaction and indirect effects of the moderated regression analysis: Effects of socio-demographic variables on the social connectedness scale in predicting organisational commitment scale.



