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Abstract

This study examined the relationship between demographic factors and the intention of
teachers in applying for promotion. Demographic factors and gender were correlated with
the dependent variable of intention to apply for promotion. A correlational study design was
employed to determine the relationship among the variables that ascertain any prediction
towards intention to apply for promotion. A total number of 226 of male and 274 female
teachers were sampled among those who are qualified to apply for promotion. This study had
shown that gender does moderate relationship among the study’s independent variables and
the dependent variable. For teachers in Malaysia, the intention to apply for promotion will
increase if expectation of others towards applying for promotion also positively increase.
There is a need for the educational sector to examine the influence of the demographic
factors of gender in the appraisals on career development of teachers in Malaysia.
Keywords: Intention, Malaysian Teachers, Demographic Factors, Gender and Promotion.

Introduction

The turn of the new century had witnessed a greater sense gender sensitization, as men and
women are free to engage in their careers and mutual support career development regardless
of gender aspects and it also showed that women were actively involved in career
development (See, 2007). Thus, in applying these aspects from the role congruity framework,
men and women are guided by the opportunity structure according to gender role in
achieving the vision and goals of individuals (Evan and Diekman, 2009). Furthermore, an
increasing body of literature suggest that traditional gender belief influence differences in
term of career matter. (Betz & Fitzgerald, 1987; Evan and Diekman, 2009; Cassie & Chen,
2012). In 2013, the total number of teachers in primary and secondary schools in Malaysia
was about 418,146 and out of 31.7% are male and the rest are females (MOE, 2013). In line
with this gender-related phenomenon, together with the majority of the teachers involved in
education are women, this study was conducted to ascertain the gender factor on its role as
a moderator within the intention to apply for promotion, as per ascribed within the
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framework of TPB by Ajzen (1991). Literature in career advancement within Malaysian
education system is predominantly involving teachers (MOE, 2013). In relation to the factor
of attitude towards applying for promotion in the study of career development of women by
Giles and Lamour (2000), the authors identified six consequences in applying for promotion
that are enhanced job satisfaction, increased salary, enhanced job security, extra
responsibility and increased personal stress or pressure. The current study examined the
relationship between the demographic factor of gender pertaining to performance appraisal
system in influencing behavioral intentions of teachers in applying for promotional
opportunities.

Literature Review

Many studies have applied the theory of planned behavior in predicting behavioral intention
and thus predict actual behavior. Theory of planned behavior is an extension of the theory of
reasoned action with the efforts made by Ajzen in the process of improving the prediction of
behavior and behavioral intentions. In our efforts to further improve the theory of reasoned
by Ajzen, he has highlighted the theory of planned behavior in addressing limitations when
faced with behavior control by individual (Ajzen, 1991). Perceived behavior control was
added to the theory of planned behavior, with the aim to deal with personal deficiencies and
external obstruction (Giles & Larmour, 2000).

Hoque, Abdul Razak and Zohora (2012), from the discussions and interviews with excellent
teachers and those who are eligible to apply for excellent teacher (ET) positions, believed
there are a few factors to be the source that hinder the intention of many teachers who are
qualified to apply for the post of excellent teachers. Firstly, it was due to the fact that excellent
teachers cannot return to the previous post as regular teacher. Secondly, because of
relocation factor that demands them to move according to the needs of the education
ministry. However, those factors were not based on empirical studies.

From the study by Giles and Lamour (2000), the authors found that employees attitude gave
positive reaction towards applying for promotion but unlikely intend to apply for promotion
although there is an opportunity for them. Moreover, based on the role congruity theory,
women who work in places that are dominated by men will have the potential to suffer from
stress at work (Eagly & Karau; Shirom, Gilboa, Fried and Cooper, 2008). However, teaching
profession has been known as a profession that was dominated worldwide by females (Giles
& Larmour, 2000).

Another factor employed in the current study is subjective norm. In the current study,
subjective norm refers to social environment pressure that could influence the behavior of an
individual (Ajzen, 2011). The variable of expectation of others towards applying for promotion
represents the subjective norm in the framework of the study. From career development
aspect such as promotion they are four referent that include the expectation from supervisor,
colleagues, close friends, and family (Giles & Larmour, 2000). Individual believed towards
those social environment expectations from others around them, influence them to act
certain behavior such as applying for promotion in career development point of view. Social
environment pressure does have important role in convincing a certain behavior or intention
to be executed by the individual. Moreover, it has been postulated that gender norms and
socialization are among the few environmental factors in a society that greatly influences the

183



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN PROGRESSIVE EDUCATION AND DEVELOPMENT

Vol. 9, No. 4, 2020, E-ISSN: 2226-6348 © 2020

choice of individual goals (Evan & Diekman, 2009). Furthermore, Motulsky (2010) extend the
arguments viewing a career change through the social context. Motulsky (2010) emphasize
that career change will combine the ideas of culture and gender on careers, success and
achievement, security, and change, in which women may face with inequality within cultural
expectations. Thus, women have sacrificed career opportunities such as promotion success
due to the family and this factor affect the development of their careers because women
often seek a balance between work and career (Dolan, Bejarano and Tzafir, 2011).

Perceived behavior control refers to people perception of the ease or difficulty of performing
the behavior of interest (Ajzen, 1991). Ajzen (1991) mentioned that Atkinson's (1964) theory
of achievement motivation almost similar to perceived behavioral control. Controllability also
being said as one of two distinct comprised in perceived behavioral control (Schreurs, Derous,
Hooft, Proost, & Witte, 2009). It refers to perceived control towards environmental factors
and external resources. Various research were conducted to highlight the importance of
justice and procedural fairness of a performance appraisal system such as by Tan & Lau (2012)
provide evidence of indirect relationship between financial measures and organizational
commitment and mediated by fairness in performance evaluation procedure and job
satisfaction. The current study explored the compatibility of selected variable from career
development indicator specifically performance appraisal system as a control belief factor in
theory of planned behavior that may affect intention to apply for promotion. Pooyan and
Eberhardt (1990), emphasize that when supervisors treat their employees equally regardless
of gender, the same perception regarding performance appraisal system will be similarly
applied. Geddes and Konrad (2003) furthers the argument by referring to the result of their
study which shown a positive beta weight which indicated that female workers react
positively compared to male workers toward performance appraisal system.

Furthermore, Ajzen (1991) also emphasized on perceived behavioral control is more
compatible to self-efficacy by Bandura (1977, 1987). Motives of individual behavior can be
influenced by the self-efficacy belief, as well as its impact on the development and
subsequent patterns of thought and emotional reaction. The constructs of self-efficacy belief
or perceived behavior control in theory of planned behavior were describes within general
framework of the relationships between beliefs, attitudes, intentions, and behavior. In the
study of extended theory of planned behavior in testing psychological variables mediate sex
differences in alcohol consumption by Zimmermann and Sieverdeng (2011), the construct of
self-efficacy was applied as one of the variable as the concept of perceived behavioral control
related to the concept of self-efficacy by Bandura (1977). Schreurs et al (2009), emphasized
that controlliability reflect individual perceived control towards external resources while self-
efficacy individual perceived control over internal resources. To be more precise in predicting
intention behavior within career development field, study by Sandler (2000) incorporating
the construct of career decision making self-efficacy in the theory of planned behavior.
Literature had consistently identified the factors that cause women to decide not to apply for
promotion, which include lack of aspiration, less conscious about system of promotion, no
confidence, socialization based on gender, fear of failure, and no desire to compete (Acher
1989; Limerick and Anderson 1999; Coffey and Delemont 2000; Oplatka and Tamir, 2009). In
determining teacher’s intention to apply for promotion, this study applied Theory of Planned
Behavior to investigate between the independent and dependent variables. When an
individual behavior intention is said to be high it will be likely to perform the behavior if
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complied with the general requirements of theory of planned behavior that are greater the
attitude, subjective norm, and perceived behavioral control.

In line with the worldwide gender-related phenomena, together with the majority of the
teachers involved in education are women, the current study examined and investigated on
gender influences as moderating effect in predicting the intention to apply for promotion
among the excellent teachers candidate.

Methodology

This study employed a correlational study to determine the relationship among the variables.
In addition, this study attempted to gauge potential predictors toward intention to apply for
promotion with, the application of theory of planned behavior as the major measurable
constructs. Variables selected in this study were intended to provide a deeper understanding
in career development. By adding the demographic factor of gender as a moderator, this
study attempted to examine the role of gender in the relationship between the measured
independent and dependent variables. Participants of the survey conducted in the current
study involved teachers who are qualified to apply for a promotion within their teaching
service scheme. Constructing of items in the questionnaire was based on the study by Giles
and Lamour (2000), Giles, Findley, & Field (1997) and Taylor and Betz (1983). Dichotomous
variable was used to assess gender, 0 represent male and 1 represent female. A total of 14
items were used in the study and modified to suit for sampled teachers. All items were
measured using 7-point Likert-scales ranging from disagree to most agree.

In this study confirmatory factor analysis (CFA) were used as primary examination on the
instrument. Through confirmatory factor analysis this study may had attempted to
extrapolate the findings of examining the construct validity of the sampled instrument items.
Hence, for this purpose, SPSS and AMOS programs were used extensively to analyze the
psychometric data gathered. Confirmatory factor analysis (CFA) was carried out to determine
the degree of model fit, the explained variances and standardized residual for the
measurement variables, and the adequacy of the factor loadings. “specifically, and item was
assigned to a factor when its loading was at least twice its standard error” (Landis, Beal &
Tesluk, 2000). According to the results of CFA for each latent variable, items that they had low
factor loading (at least .50), were dropped (Hair et al., 2006). The main purpose of this study
was to investigate the moderator effect of a demographic factor of gender towards
relationship between independent variables and dependent variable. To achieve this
objective, a multigroup analysis was conducted to investigate relationship between
predictors variables that were ATAP, EOTAP, CDMSE and BTPAS towards ITAP. Multigroup
modeling for males and females for measurement model and multigroup path analysis were
conducted. The current study also compared the results between structured model of female
and male to determine whether gender does or does not moderate the relationship. The
result of the standardized regression weight by both genders was determined and described
the moderator effect and strength of relationship between the variables of the study.
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Results

Measurement Model

The purpose of the evaluation of measurement model in this study was to examine the
measurement properties of the observed variables. Result in measurement model 1 had
included all item in the study.

Table 1.
Computation of Degree of Freedom and Chi-Square Statistics for Goodness-of Fit

Model NPAR CMIN DF P CMIN/DF

Unconstrained 44 599.152 109 .000 5.497
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Table 2.
Incremental Fit Indices

Model NFI  RFI IFl  TLI CFI RMSEA

Unconstrained 928 910 .940 .925 .940 .095

Table 1 above shows that there are 44 parameters to be estimated with 109 (153-44) degree
of freedom and yielded a significant chi-square value, x? value of 599.152. Table 2 shown the
baseline comparisons fit indices of NFI, RFI, IFI, TLI and CFI are greater than .9 (range:.910 to
.940), thus indicate that the model fit the data well. RMSEA values for this model is .095 that
indicate mediocre fit as suggested by Ho (2006). In this research, we determined to
investigate the role of gender as moderator between the dependent variable and
independent variable. Thus, it is important to test if the factor structured by the
measurement model is the same for males and females. We conducted a multigroup analysis
for measurement model to examine if there are any differences in terms of factor structured
for males and females in the measurement model.

This study adapted CFI differences to test for measurement invariance with the CFl difference
value of below .05 as a guideline. Littlle1997; Marcoulides et al. 2008; Raykov and Marcolides
2006) as cited by Qureshi and Compeau (2009) suggested that a nonsignificant difference in
x? and CFl below 0.05 indicates model invariance. In this study the value of CFl difference
between the group invariant and group variant is .015 but ¥ value shown a significant
different.
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Table 3.

Computation of Degree of Freedom and Chi-Square Statistics for Goodness-of Fit

Model NPAR CMIN DF P CMIN/DF

Group Invariant
Group Variant 88

71 1268.251 235 .000 5.397
1112.441 218 .000 5.103

Table 4.
Incremental Fit Indices

Model

NFI RFI  IFI TLI  CFl RMSEA AIC

Group Invariant

.862 .840 .884 .866 .884 .094 1410.251

Group Variant 879 .849 .900 875 .899 .091 1288.441
Table 5.
Nested Model Comparison
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Model DF CMIN P NFI IFI RFI TLI

Group Invariant 17 155.810 .000 .017 .017 .009 .009

The critical ratio test gender differences for the regression weight. From the test, 10 of the
pairwise comparisons between males and females (m1-f1, m13-f13, m12-f12, m8-f8, m14-
f14,m15-f15,m2-f2,m5-f5,m6-f6,m3-f3) are significant (>+1.96, p < .05).

Note for models: Two data set were used in this multigroup analysis. Each consisting of 12
measurement variables. For the group Invariant model, there are 82 parameters to be
estimated. This model has 224 (306-82) degree of freedom with a significant chi-square value,
x? = 1161.995, p< .05. For the group invariant model, there are 88 parameters to be
estimated. This model has 218 (306-88) degree of freedom with a significant chi-square value,
x? = 1150.539, p< .05. Summary of the models: Table 3.2.3(a-c) consisted of chi-square
goodness-of-fit statistic, baseline comparisons fit indices, and model comparison statistic for
the group invariant and group variant measurement model.

Table 6.
Computation of Degree of Freedom and Chi-Square Statistics for Goodness-of Fit

Model NPAR CMIN DF P CMIN/DF
Group Invariant 82 1161.995 224  .000 5.187
Group Variant 88 1150.539 218 .000 5.278

189



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN PROGRESSIVE EDUCATION AND DEVELOPMENT

Vol. 9, No. 4, 2020, E-ISSN: 2226-6348 © 2020

Table 7.
Incremental Fit Indices

Model NFI RFI IFI TLI CFl RMSEA AIC
Group Invariant .884 .860 .905 .884 .904 .092 1325.995
Group Variant .886 .857 .905 .881 905 .093 1326.539
Table 8.

Nested Model Comparison

Model DF CMIN P NFI IFI RFI TLI

Group Invariant 6 11.456 .075 .001 .001 -.002 -.003

Figure 1 shows that among all four path that link Intention to Apply for Promotion (ITAP), only
Expectation of Others towards Applying for Promotion (EOTAP) and Belief towards
Performance Appraisal System (BTPAS) has significant association towards ITAP. The positive
direction indicates that the higher the association with EOTAP, the higher the increase of the
Intention among Teachers to Apply for Promotion (B = .589). BTPAS were found has a little
association towards ITAP (B = .008). Nonetheless, the other two indicators; ATAP (B =.27),
CDMSE (B = .164) and, were found not significantly supported in teachers Intention to Apply
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for Promotion. However, based on the result of the squared multiple correlation, the
predictors of ATAP, EOTAP, CDMSE and BTPAS are accounted for .884 or 88.4% of the
variances of ITAP. Thus, this indicate that only .116 or 11.6% of the correlations was attributed
for the unexplained variance for this model.

Structured Model for Multi Group
Attitude towards applying for 151

promotion (ATAP) _

Expectation of others towards -890
applying for promotion (EOTAP

pPlying for b ( ) Intention r#apply for pron{:tlon
Career decision making self-efficacy (ITAP)

Lemaacey

Belief towards performance appraisal

system (BTPAS) _

Figure 1: Result of Moderator Test of Gender on Relationship
between Predictors and Intention to Apply for Promotion
Male

Female .

Figure 1 shows the result of moderating effects relating to the predictors and intention to
apply for promotion with testing the role of gender as the moderator between the
independent and dependent variables. Figure 1 represent the standardized estimates of the
test and the result of the path coefficient for all the predictors in the study according to
gender of male and female teachers. Path coefficient result for variable of attitude towards
applying for promotion in predicting intention to apply for promotion shows a nonsignificant
result for male .151 versus for female .237. Expectation of others towards applying for
promotion (EOTAP) in predicting intention to apply for promotion show a significance result
between both genders. Both female and teachers the result of .780 and .512 indicate a slightly
greater association among males’ teachers compare to female teachers. For predictor of
career decision making self-efficacy (CDMSE) the result shows a nonsignificant association by
the predictor towards their intention in applying for promotion. With significant value of
standardized regression weight of .166 for males and .45 for females it shown that female
teachers have greater association between variable of belief towards performance appraisal
system (BTPAS) and intention to apply for promotion (ITAP). However, based on the result of
the squared multiple correlation, the predictors of ATAP, EOTAP, COMSE and BTPAS for males’
teachers are accounted for .890 or 89% of the variances of ITAP. Thus, this indicate that only
.11 or 11% of the correlations was attributed for the unexplained variance for this model.
While for female teachers the predictors of ATAP, EOTAP, CDMSE and BTPAS are accounted
for .922 or 92.2% of the variances of ITAP. Thus, this indicate that only .078 or 7.8% of the
correlations was attributed for the unexplained variance for this model.

Discussions

The current study found that the variable Belief towards Performance Appraisal System
(BTPAS) is a predictor of intention to apply for promotion. The moderate relationship of
BTPAS and Intention to Apply for Promotion (ITAP) indicate that teachers belief towards the
performance appraisal system that being used in the evaluation for the promotion application
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do influence the intention of Malaysian teachers to apply for promotion (for example the
excellent teachers’ post). The positive direction of relationship shows that the intention to
apply for promotion might increase when their belief towards performance appraisal system
is increasing. Thus, it is argued that the teacher’s belief towards performance appraisal
system can be one of the factors that contribute in motivate most of the qualified teacher for
the post of excellent teachers to apply for the position.

From the study of Hoque, Razak and Zohora (2012), based on their interviewed information
a few factors were found demotivate qualified teachers for the post of Excellent Teachers
that are: 1) the Excellent Teachers were not allowed to return as regular teacher 2) they can
be transferred as per requirement from the Ministry of Education. In line with these two
factors, no further research was conducted to support the significance of the relationship
towards the behavior. Hence, the current study included Belief towards Performance
Appraisal System (BTPAS) as one of the predictors of intention to apply for promotion, thus
indicate that BTPAS is one of the contributor in predicting intention to apply for promotion
among teachers in Malaysia, in general.

The present finding has provided a strong support that gender do moderate the relationship
between independent variables and intention to apply for promotion. Although there was a
significant difference in the regression weight value between male and female the value for
both genders, males were implied to be more concern of significant others or the societies’
perception towards their career achievement. As assertedby Evans and Diekman (2009),
career for males are perceived as facilitating improvement in their status goals. In other
words, promotion can be seen as a positive achievement and will contribute in enhancing the
male teachers’ status in society. In another study by Dolan, Bejarano and Tzafrir (2011), when
a comparison is made between women and men, women view the prospect of a career based
on balance and security characteristic. The current study study found that attitude towards
applying for promotion has a nonsignificant correlation with the dependent variable, as the
male and female teachers were not affected of consequences in applying for promotion. The
result for belief towards performance appraisal system also differ between the female
teachers and male teachers. Female teachers were more affected to apply for promotion
compared to the male counterparts. Their belief in performance appraisal system is positively
affecting their intention to apply for promotion. In evaluation process for promotion, the
teachers might not feel familiar with the system because of the confidentiality of the
instrument used in assessing the candidate for promotion. Less information provided in the
process of promotion evaluation might be one of the reasons in hindering teacher’s intention
to apply for promotion. However, when the teachers are more familiar of the appraisal
system it will eventually motivate them to apply for promotion. It can be concluded that the
increase of belief towards performance appraisal system might eventually motivate and
increase both female and male teachers’ intention to apply for promotion when there is
opportunity. With the combination of structural equation modeling processes, this study had
compared results between gender. It is concluded that gender do moderate the relationship
between independent and dependent variable of this study.

Conclusion

Over the past years, the Ministry of Education has sought to elevate the teaching profession
in Malaysia. The procedures involved in the promotion of teaching sector was recently
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upgraded for the continuing improvement purposes. It has been cited in various reports and
studies that the time-based system in which promotion to be awarded was shortened from
ten years to eight years of qualified services. Furthermore, teachers also had the options to
apply for promotion within five years serving in their initial salary grade. Consequently, this
option will eventually offer the teachers to cut short of the years to qualify for promotion
from eight years to the minimum of five years. Hence, as a direct impact to these current
practices of promotion procedures, teachers could apply for position of excellent teachers
and other positions offered by the ministry. In line with these current changes in the human
resource development of the teaching sector, this study had attempted to examine the
relationship between potential predictors and the variable of intention to apply for promotion
among teachers in Malaysia. The current study had also explored the moderator effect of
gender in the relationship between various variables. From this study, teachers were found
to be primarily influenced by two predictors, which are expectation of others towards
applying for promotion, and belief towards applying for promotion. Therefore, it is feasibly
postulated to suggest that teachers may benefit from the effort of Malaysia’s government
initiatives in enhancing career advancements via the Ministry of Education. Nonetheless, this
study also determined that teachers should exert more attention and be more proactive in
seeking information for their opportunities in career development. A large body of literature
consistently suggest that positive career development and success in career advancement
does had their implications on creating satisfaction in performing tasks, and therefore, will
eventually contribute to the teaching profession. This study also indicate that teachers should
realize that promotion opportunity was mainly, and constantly viewed as channelled for the
teachers own benefit. Teachers are directly implicated as to not rely totally only by others’
opinion, particularly on their capabilities, and specifically on the qualification to apply for their
own promotion.

Limitation and Study Forward

The current study, as per suggested by the major findings, proposed that the current
performance appraisal system administered by the Ministry of Education, to be systematically
micro-reviewed and, to a certain extent, revised indefinitely, particularly within the various
processes involving in awarding promotion for teachers. The most apparent implication of the
current study may shed the need to explore the findings in which indicate that female
teachers are more motivated to apply for promotion compared to male teachers. Moreover,
pertinent findings on the increase of teacher’s belief towards performance appraisal system
such as the complexity of the system, openness of the system, had suggest that teachers will
eventually increase their intentions to apply for promotion. Notwithstanding the main
objective in introducing excellent teachers position was to enhance quality of teaching and
learning process, some of the major implication of the current study on the policies involved
are undeniably beneficial to all teaching sectors, particularly in Malaysian educational system.
Nonetheless, more information is indeed required, particularly regarding the appraisal
system. Thus, as per suggested in the findings, this may attract the interest among teachers
especially female teachers to apply for their much-qualified promotions. Gender does play a
role in the career development of male professionals. It is statistically postulated that for male
teachers, the increase of their belief towards performance appraisal system itself would not
be enough to motivate them to apply for promotion. It is further argued that the lack of
encouragement from their environmental factors might cause them to lose opportunity to
apply for their own promotion and career advancement opportunities. It would be
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worthwhile if any further study focuses on another categories of teachers within Malaysia or
other countries in seeing the phenomenon of intention to apply for promotion and other self
and social factors.
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