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Abstract

This study examined the influence of individual factors (demographic variables, self-efficacy beliefs and
personal growth initiative) on career growth prospects within the context of radical organizational changes such
as downsizing, mergers and acquisition. Data were collected using the questionnaire method from 199
employees in branches of a commercial bank located in a major city in South-Western Nigeria. Results of the
simple multiple regression analysis showed that educational attainment ( = -.15, p < .05), tenure in the banking
sector (B = -.41, p < .01), basic monthly income (B = .46, p < .001) and job status (p = .34, p < .01) are
significant demographic factors in career growth prospects. The analysis of covariance which controlled for
covariates revealed significant differences in the career growth prospects of employees with low levels of
self-efficacy and those with high levels — in favor of the latter. In contrast, high or low levels of personal growth
initiative resulted in comparable levels of career growth prospects. Self-efficacy beliefs and personal growth
initiative interacted significantly to affect career growth prospect such that greater levels of career growth
prospect was expressed irrespective of whether an employee is high or low on personal growth initiative when
self-efficacy belief is high. Implications of findings are discussed.

Keywords: career, banking sector, personal growth initiative, self-efficacy beliefs, downsizing, acquisition,
demographic data, Nigeria

1. Introduction

Employees often hope to grow in their profession and to achieve a distinguished career (Okurame & Balogun,
2005). The probability that this will come to fruition is the underlying thrust of career growth prospect. Defined
as the chances of getting promoted and obtaining career development experiences, career growth prospect is
arguably an essential source of motivated work behavior (Weer, 2006; Okurame, 20012a). The mere expectation
of moving up an organization’s hierarchy through promotion and obtaining beneficial career development
experiences increases an employee’s effort and motivates a strong involvement in organizational and career
activities (Mowday, Porter & Steers, 1982; Eisenberger, Lieberman & Williams, 2003). Indeed, empirical
investigations have shown that such optimism is accompanied by job effectiveness (Avey, Nimnicht & Pigeon,
2010), increased job attendance (Eisenberger, Huntington, Hutchison & Sowa, 1986), a greater willingness to
remain with an organization, and pro-social actions from employees (Meyer & Allen, 1984; Brief & Motowidlo,
1986; O’Reilly & Chatman, 1986; Okurame, 2012a). Again, when employees have favorable perceptions of
prospects for career growth, they tend to be more willing to go along with work changes and strive to stay
up-to-date on their work activities even when it is not particularly convenient for them. The proven importance
of career growth prospect, therefore, demands that adequate empirical attention be paid to it.

Further justifications for the present study is provided in the next section, followed by a literature review that
examines the potential link of individual factors (demographic variables, self-efficacy beliefs and personal
growth initiatives) to career growth prospects. The subsequent two sections explain the data generation process
and the results of data analyses respectively. The last three sections discuss findings in relation to the literature,
draw conclusions with practical implications of findings and highlight study limitations respectively.

1.1 Justification for the Study
Given the significance of career growth prospects for employee performance, many organizations have made

74



www.ccsenet.org/ibr International Business Research Vol. 7, No. 10; 2014

efforts to be responsive to the career needs of employees through education, mentoring, training and upward
promotion for deserving employees. It is expected that this would increase the possibility of career growth and
encourage employees to go the extra mile in the discharge of their assigned duties. However, career growth has
become a major challenge for employees in modern organizations due to drastic organizational changes. Given
the global economic climate, organizations are reorganizing staff and culture, collapsing organizational layers,
downsizing, and engaging in mergers or acquisition to enhance solvency and remain competitive. Unfortunately,
this trend tends to reduce opportunities for hierarchical promotion among surviving employees (Heslin, 2005)
and creates uncertainties that have heightened the need to focus empirical attention on career growth and
development (Whiston & Blustein, 2010).

In the Nigerian environment, the phenomenon is clearly evident in the banking sector and has raised concerns for
obvious reasons. Employees in the Nigerian banking sector have great expectations of career growth in their
organizations but prevailing circumstances in the sector make meeting such expectations a challenge (Okurame,
2012a). In the prevailing circumstances, bank employees need to work even harder to merit being put up for the
limited career growth openings. Although, the literature (Brutus, Ruderman, Ohlott, & McCauley, 2000) suggests
that these changes may offer opportunities for development experiences and content advancement, limited
opportunities for hierarchical advancement which necessarily occur (Heslin, 2005) may hinder favorable
perceptions of career growth prospects. Indeed, empirical investigation reveals that promotions and upward
movement through an organization’s hierarchy is a valued index of career growth and a successful career in the
Nigerian context (Okurame, in press). A promotion within an organization’s hierarchy generally represents status
and increased responsibility, reflects a recognition of an employee’s worth in the organization, a better pay, and
creates opportunities for even further advancement (London & Stumpf, 1983). It is logical, therefore, to expect
that having to work even harder and to wait until there is an opening for upward movement (which may never
come in years) may foster perceptions of unmet career growth expectations in the sector.

The expectancy approach to employee efficiency suggests that bank employees will constantly be encouraged to
exert effort to perform well in needed organizational functions when there is an expectation that this will always
be followed by valued career outcomes (Okurame & Balogun, 2005). Therefore, unmet expectations of an
upward movement in a career within an organization would be expected to bring harrowing experiences to
employees with attendant negative consequences for motivation and performance in organizational roles
(Ivancevich & Matteson, 1980; Okurame & Balogun, 2005). Consequently, an empirical investigation of factors
that may enhance or inhibit career growth prospect is important and necessary to enhance its role in the
effectiveness of the Nigerian banking sector. Although speculation about the helpful influence of individual
factors is making the rounds, these are largely based on logical reasons rather than empirical. Thus, the present
study examined the influence of individual factors (demographic variables, self-efficacy beliefs and personal
growth initiative) on career growth prospects to fill the identified gap in literature. Gaining a better
understanding of the ways in which these variables impact career growth prospect has practical importance as
this will offer organizations an insight into policies and programs that will increase prospects of career growth
among their employees. This is important and necessary especially for organizations that consider meeting the
career growth needs of their employees a strategic factor in attracting and retaining talented staff. Equally
important, the findings will offer employees who are committed to a career in the banking sector, valuable
insights into how prospects for career growth can be enhanced.

2. Literature Review
2.1 Demographic Variables and Career Growth Prospects

Although, no research has investigated the direct influence of demographic variables on career growth prospects
in the literature, considerable research evidence suggests that demographic variables are valuable factors in
career attitude and growth (e.g. Powell & Butterfield, 1994; Okurame & Balogun, 2005; Sullivan & Arthur, 2006;
Grimland, Vigoda-Gadot & Baruch, 2012; Okurame, 2012b). For example, gender differences have been linked
to career attitudes. While men tend to be more motivated by promotion, women build careers that are relational
based (Inceoglu, Segers, Bartram & Vloeberghs, 2008). Besides, the complexity of career for men and women
differ (Huang, El-Khouri, Johaneson, Lindroth & Sverko, 2007). Compared to women, men are more under
social pressure to earn an income which is enhanced by hierarchical promotion (Richter, 2011).

Findings in the literature showed that age as well may account for differences in career growth prospects as it
influences the extent to which an employee may be able to resist social pressure regarding the usefulness of
hierarchical promotion (Sullivan, Martin, Carden & Mainiero, 2003). The literature suggests that an employee’s
career attitude is less guided by social pressure about what to do as he or she gets older (Inceoglu et al., 2008;
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cited in Segers, Inceoglu. Vloeberghs, Bartram, & Hendericks, 2008). Conversely, however, research findings
show that employees with higher levels of education, status and work experience undertake more development
activities and pay greater importance to hierarchical promotion than their counterparts at lower levels (Cheramie,
Sturman & Walsh, 2007; cited in Segers, Inceoglu, Vloeberghs, Bartram & Hendericks, 2008). It is logical,
therefore, to expect that the demographic data of employees would influence their perceptions of career growth
prospects.

2.2 Self-Efficacy Beliefs and Career Growth Prospect

Self-efficacy belief is a construct within the social cognitive theory which reflects an individual’s judgment of
his or her capability to do well in a range of situations or tasks (Bandura, 1978; Ashford & LeCroy, 2010;
Lunenburg, 2011). It is not necessarily based on actual ability, but on what is believed by an individual. Indeed,
actual ability and beliefs about such abilities scarcely tally as people with competencies often express low
self-efficacy beliefs such that it limits what they do with their skills (Pajares, 2002). Social cognitive theory
argues that individuals are capable of reflecting on previous actions and utilize the outcomes of such reflections
as a guide for determining future behavior especially in challenging moments (Stajkovic & Luthans, 1998;
Bandura, 2001; Nevid, 2009). Unless an individual believes he or she can accomplish a desired outcome,
sufficient inspiration to act or persevere will be lacking (Bandura, 2001). Self-efficacy or the belief in one’s
ability to attain a goal determines the actions that an individual takes and the extent to which they pursue such
goals, and their outcome expectations (Bandura, 1997; Turan, Valcke, Aper, Koole & Derese, 2013).
Consequently, the potential impact of self-efficacy beliefs on career growth or its prospect stems from its
influence on an individual’s achievement striving and persistence in the face of career challenges (Bandura, 1982;
Lent & Hackett, 1987; Gist & Mitchell, 1992; Stajkofic & Luthans, 1998; Ballout, 2009; Oni, 2013; Wright,
Jenkins-Guarnieri & Murdock, 2013).

Without a doubt, if a worker has good self-efficacy beliefs, this can lead to high aspirations and a stronger
commitment to set goals in the face of challenges (Bandura, 1997; Wu, 2002; Okurame, 2006). Findings of
studies have underscored the importance of efficacy beliefs in career-related performance (Lent & Hackett, 1987;
Lent, Brown, Talleyrand, McPartland, Davis, Chopra, Alexander, Suthakaran & Chai, 2002). A belief in
self-efficacy enhances perceived personal control over career growth opportunities (Gist & Mitchell, 1992;
Schwarzer & Scholz, 2000; Malherbe, Stell & Theron, 2003), improves the individual’s ability to cope with
pressure and challenging tasks (Williams & Willians, 2010), and positively impacts on self-sufficiency (Saks,
1995), job planning and team work performance (Chen, Webber, Bliese, Mathieu, Payne, Born & Zaccaro, 2002;
Fort, Jacquet & Leroy, 2011). Conversely, low self-efficacy increases pessimism about an individual’s ability to
accomplish an endeavor, leading to lower utilization of skills and a lack of effort (Bandura & Cervone, 1983;
Schwarzer & Scholz, 2000). Therefore, it is logical to expect that bank employees with high levels of
self-efficacy beliefs will have high expectations about performing well, making them approach career issues and
career growth opportunities with greater determination. On the contrary, bank employees who feel that their
effort cannot lead to desired career outcome, will be less willing to engage in career related behavior, and this
should in turn, diminish their feelings of prospects for career growth. Consequently, it is expected that high
levels of self-efficacy will result in greater levels of career growth prospects compared to low levels of
self-efficacy beliefs.

2.3 Personal Growth Initiative (PGI) and Career Growth Prospects (CGP)

Personal growth initiative is another variable which has been canvassed as an important factor in career growth
prospects in the Nigerian banking sector. Defined as the intentional and active involvement of an individual in
the process of personal growth (Robitschek, 1998), it is theoretically assumed to contain both cognitive and
behavioral components (Robitschek, 2003). Personal growth initiative involves a readiness for change, an ability
to be strategic in an effort to attain goals, an ability to identify and access resources, intentional follow-up
behavior and a pre-occupation with self-improvement (Robitschek, Ashton, Spering, Murray, Geiger, Martinez &
Shotts, 2010). Although the construct which has its roots in positive psychology is at its infancy; it is emerging
as a useful approach for helping human development, prosperity and personal fulfillment through
self-determination. Positive personal growth initiative spurs confidence in the ability to handle challenging life
and career events and to take advantage of growth opportunities (Robitschek, Ashton, Martinez, Murrey &
Shotts, 2009; Ayub & Igbal, 2012; Sharma & Rani, 2013; Yakunina, Weigold & Weigold, 2013). It makes
employees adopt a proactive approach to work which is characterized by a long-term goal-oriented focus and
going beyond job requirements even in the face of obstacles (Robitschek & Cook, 1999).

People with a high personal growth initiative actively seek out self-change and self-growth experiences, setting

76



www.ccsenet.org/ibr International Business Research Vol. 7, No. 10; 2014

explicit growth goals and foreseeing success in uncertain situations (Sharma & Rani, 2013). Setting explicit
personal growth goals makes it possible for individuals to direct their attention and effort towards relevant goal
attainment activities and optimal functioning (Karakowsky & Mann, 2008; Weigold, Porfeli, & Weigold, 2013).
Often, they seek and acquire knowledge of the process of personal growth in their fields by keeping abreast of
procedures and specific things needing change (Sharma & Rani, 2013). Findings show that individuals with high
personal growth initiative scores report greater problem solving activities and hope in doing well, especially in
tasks that demand awareness and intentionality (Whittaker & Robitschek, 2001; Shorey, Little, Snyder, Kluck &
Robitschek, 2007). Given that individuals with high scores on personal growth initiative tend to seek growth
experiences and have a high level of future-oriented growth, it is logical to expect that they would report greater
levels of career growth prospects. Consequently, this study proposes that a bank employee’s personal growth
initiative would significantly distinguish him or her on career growth prospects.

2.4 Interaction Effects of Self-Efficacy Beliefs and PGl on CGP

The possibility that efficacy beliefs and personal growth initiative may interact to significantly affect career
growth prospects seems logical and robust. Arguably, self-efficacy beliefs may be an important factor in whether
or not an individual engages in the self-determination tendencies of personal growth initiative, because a good
level of self-efficacy provides the motivation for making personal growth plans and the effort to attain them. In a
reverse manner, a tendency for personal growth initiative may also advance self-efficacy beliefs in ways that
positively affect career growth prospects. Personal growth initiative is a self-change process that enhances the
perception of an individual’s skill and their ability to be strategic and successful (Robitschek et al., 2009).
Self-efficacy beliefs and personal growth initiative are both future-related constructs and may combine in useful
ways to affect expectations or prospects of career growth. Indeed, empirical evidence (i.e. Sharma & Rani, 2013)
of the relationship between these variables emerged recently in a study among postgraduate students.
Consequently, this largely untested assumption was examined in the present study.

2.5 Study Hypotheses

In view of the theoretical arguments, empirical findings and logical expectations discussed in the preceding
paragraphs, the present study formulated and tested the following hypotheses: Hypothesis 1: Demographic data
of respondents will have significant independent and joint influence on career growth prospects. Hypothesis 2:
Bank employees with high scores on self-efficacy beliefs would report greater levels of career growth prospect
compared to their counterparts with low scores on self-efficacy. Hypothesis 3: Bank employees with high scores
on personal growth initiative would report greater levels of career growth prospect compared to their
counterparts with low scores on personal growth initiative. Hypothesis 4: There would be significant interaction
effects of self-efficacy beliefs and personal growth initiative on career growth prospect.

3. Method
3.1 Setting

The study was carried out among employees in  branches of a bank in a major city in south-western Nigeria.
The organization is a commercial bank which has been involved in restructuring, downsizing and acquisition.
The career growth procedure of the bank gives preference to employees who meet the organization’s key
performance indices. Ultimately, therefore, employees in the organization take responsibility for their career
growth.

3.2 Participants

Data for the study were collected from respondents who were selected through the purposive sampling method.
They were employees who worked in the branches of the sampled bank. They were available at the time of
survey and were willing to participate in the study. The respondents comprised 98 (49.2%) male and 101 (50.8%)
female employees whose ages ranged from 18 to 50, with a mean age of 30.49 years (SD = 5.54). Participants
were 155 (77.9%) junior, 30 (15.1%) middle level and 14 (7.0%) management staff. The majority of the
respondents were married (51.8%, n = 103) — 48.2 percent were single. The average participant had worked for
4.86 years (SD = 4.25) in the banking sector and 2.96 years (SD = 2.21) in their current organization. Their
highest educational qualification varied thus: 29 (14.6%) had ordinary national diploma, 49 (24.6%) held higher
national diplomas, 97 (48.7%) held first degrees and 24 (12.1%) had postgraduate qualifications.

3.3 Measures

Data were collected through a questionnaire containing measures of demographic, self-efficacy beliefs and
personal growth initiative that served as independent variables, and the dependent variable, career growth
prospects.

77



www.ccsenet.org/ibr International Business Research Vol. 7, No. 10; 2014

3.3.1 Demographic Data

Demographic data included sex, age, marital status and highest educational attainment, tenure in the banking
sector and with current organization, basic monthly income and job status. A single item was used in assessing
each of these variables. Age, tenure in the banking sector, and tenure with current organization were measured as
continuous variables. Other demographic data were dichotomized thus; sex (coded 1 = male; 2 = female), marital
status (coded 1 = single; 2 = married), highest educational attainment (coded 1 = ordinary diploma; 2 = higher
national diploma; 3 = first degree; 4 = postgraduate degree), basic monthly income level (coded 1 = up to 50,
000 naira; 2 =50, 001 to 100, 000; 3 = 100, 001 and above), job status (coded 1 = junior officer; 2 = middle level
officer; 3 = management staff).

3.3.2 Self-Efficacy Beliefs

This was assessed by a 10-item English version of the general self-efficacy beliefs scale developed by Schwarzer
and Jerusalem (2000). The scale items evaluate the extent to which a respondent feels he or she can cope with
adversities, perform difficult tasks and obtain desired outcomes. Sample items include “Thanks to my
resourcefulness, I know how to handle unforeseen events”, “I can always manage to solve difficult problems if I
try hard enough” and “It is easy for me to stick to my aim and accomplish my goals.”” The authors reported
coefficient alpha reliability estimates of between .75 and .90 for the scale in several studies. The scale has been
used among Nigerian samples in a previous study (i.e., Okurame, 2006). In the current study, the coefficient
alpha for the scale was .80. Participants were required to indicate the extent to which scale items reflect their
person on a 4-point scale ranging from not at all true (1) to exactly true (4). High scores indicate high levels of
general self-efficacy beliefs, while low scores indicate low levels of efficacy beliefs. Respondents with scores at
and below the sample mean score in the present study were categorized as low, while their counterparts with
scores above the sample mean were categorized as high.

3.3.3 Personal Growth Initiative

This variable was measured by a 9-item personal growth initiative scale developed by Robitschek, (1998). The
scale measures a respondent’s ‘desire to be involved in changing and developing him/herself, and to actively and
intentionally engage in the process of personal growth (Robitschek, 1998). Sample items include “I know what 1
need to do to get started toward reaching my goals”, “I have a plan for making my life more balanced,” and “if I
want to change something in my life, I initiate the transition process.” The scale is a reliable measure of personal
growth initiative which has demonstrated considerable construct validity (Robitschek, 1998, 1999; Martin, 2009).
Evidence of scale validity was derived in this study from factor analyses results which revealed significant factor
loadings of at least .64 and a .58 lowest item-total correlation. In the current study, the coefficient alpha for the
scale was .79. Participants were required to specify the extent to which they agree or disagree with scale items on
a 6-point scale ranging from definitely disagree (1) to definitely agree (6). High scores indicate high levels of
personal growth initiative, while low scores indicate low personal growth initiative. Employees with scores at
and below the mean score in the present sample were categorized as low, while their counterparts with scores
above the sample mean score were categorized as high.

3.3.4 Career Growth Prospects

This was assessed using an 11l-item scale modified from Weer (2006). The items measured an employee’s
perception of the likelihood that he or she would move up his or her organization’s hierarchy through promotion
and beneficial career development experiences. Sample items include: “I have reached a point in my career
where it is unlikely that T will move higher in this organization”, “It is likely that my job in this organization will
constantly challenge me” and “In this organization, the opportunities for promotion are limited for me”. The
scale has been used in a previous study (i.e., Okurame, 2012a) of bank employees in Nigeria. Validation
evidence for the scale in the current study was found in significant item-total correlations and factor analysis
results which revealed that career growth prospect is a single construct. In the current study, the coefficient alpha
for the scale was .76. Respondents expressed the extent to which they agree or disagree with scale items on a
5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree). High scores signify high levels of career
growth prospects, while low scores signify low levels of career growth prospects.

3.4 Procedure

Data were collected through the questionnaire method during office hours in  branches of the sampled banking
organization. Permission to carry out the study in the selected banks was obtained from the head of the different
units where questionnaires were administered. Potential participants were handed study questionnaires during
regular working hours with the assistance of contact persons in each of the branches that served as a setting for
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the study. Employees were informed about the aim of the research and were encouraged to take part in the study.
Respondents were told that participation in the study was not compulsory and that they could inform the
researchers of their intention to withdraw from the study at any point in the research. They were assured that
information supplied would be held in confidence and that the present research was purely for academic
purposes. A total of 230 questionnaires with an attached consent page were handed to interested employees.
Respondents were requested to fill the questionnaire at their leisure and submit the completed questionnaire to
their organization’s contact person for subsequent collection. Two hundred and twelve questionnaires were
received at the close of survey. However, questionnaires that had missing data were eliminated, resulting in 199
questionnaires with complete data for analysis. This represents an 86.5 percent response rate.

4, Results

The present study utilized the simple multiple regression analysis and the analysis of covariance to explore the
linkage among study variables. Hypothesis 1, which predicted that demographic data of respondents will have
significant independent and joint influence on career growth prospects, was examined using the simple multiple
regression analysis. The demographic variables that were introduced into the regression equation include: sex,
age, marital status, highest educational qualification, and tenure in the banking sector, tenure in current
organization, basic monthly income and job status. Table 1 presents the results of this analysis.

Table 1. Results of multiple regression analysis predicting career growth prospects

Variable B t R? F
Sex -.02 -0.227 237 7.159™
Age .01 0.110

Marital status -.02 -0.189

Education -15" -2.010

Banking sector tenure -41" -2.628"

Organi zation tenure .16 1.603

Monthly basic income 46" 4.895™

Job status 34™ 3.459™"

** =< 01 *** =p< .00l

Results in Table 1 revealed that all of the demographic variables jointly accounted for a significant variance in
career growth prospect (R®> = .23, p < .001). However, the independent influence of the variables on career
growth prospects differed, indicating that hypothesis 1 was partly supported. As shown in Table 1, of all the
demographic data examined in the study, educational attainment, tenure in the banking sector, basic monthly
income and job status were the only variables with significant independent relationships with career growth
prospects. Educational attainment (f = -.15, p < .05) and tenure in the banking sector (B = -.41, p < .01) had
significant negative relationships with career growth prospect, indicating that the higher the number of years an
employee has spent in the banking sector and the higher their educational attainment, the lower their reported
level of career growth prospects, and vice versa. On the other hand, basic monthly income (B = .46, p <.001) and
job status (B = .34, p < .001) were significantly and positively related to career growth prospects. Because basic
monthly income (up to 50,000, between 50,001 and 100,000, and above 100, 000) and job status (junior, middle
and management staff) were categorized into three levels in the study, further statistical analysis was carried out
to examine career growth prospects across the three levels of each variable. This analysis involved the one way
analysis of variance, which enabled the simultaneous consideration of the three groups on the dependent variable
while avoiding probability pyramiding, and the protracted t-test multiple comparison test. Results of the analysis
(not presented in table) showed that the main influence of basic monthly income was supported, F (2, 196) =
19.519, p < .001. The mean career growth prospects reported by employees with income levels of up to 50,000
(M = 38.7) and those with income levels of between 50,001 and 100,000 (M = 40.6) were comparable. However,
both were significantly different from the level of career growth prospects expressed by employees with income
levels of 100,001 and above (M = 44.4). Thus, the significantly higher level of career growth prospect reported
by employees with income levels of 100,001 and above is the source of the significant influence of basic
monthly income. Similarly, results of the one way analysis of variance (not presented in table) showed that the
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main influence of job status was supported, F (2, 196) = 10.683, p < .001. The mean career growth prospects
reported by junior employees (M = 40.4) were significantly different from those reported by middle level (M =
44.3) as well as management officers (M = 46.2) whose scores were comparable. Thus, the significantly lower
level of career growth prospects reported by junior employees is the source of the significant influence of job
status.

The significant relationships of educational attainment, tenure in the banking sector, basic monthly income and
job status with career growth prospects necessitated the consideration of these variables as covariates in the
examination of hypotheses 2, 3, and 4. To reduce error variance, the demographic variables which have
significant relationships with the dependent variable of study were selected as covariates for analysis (Cohen &
Cohen, 1983). However, basic monthly income (r = 0.68, p < .001) and job status (r = 0.74, p < .001) were
highly correlated with tenure in the banking sector. Consequently, basic monthly income and job status were
removed from analyses to maintain power (Bordens & Abbott, 1988). Therefore, hypotheses 2, 3, and 4, which
borders on the main and interaction effects of self-efficacy beliefs and personal growth initiative on career
growth prospect, were tested using the analysis of covariance to enable the control of educational attainment
and bank sector tenure which eventually served as covariates in the study.

Table 2. ANCOVA results for the main and interaction effects of self-efficacy beliefs and personal growth
initiative on career growth prospects

Source SS df MS F
Educational attainment 10.03 1 10.03 0.313
Banking sector tenure 247.733 1 247733 7.725™
Self-efficacy beliefs (SEB) 684.872 1 684.872 21.450™"
Personal growth initiative (PGI) 115.672 1 115.672 3.607
SEB x PGI 143.951 1 143.951 4.489"
Error 6189.108 193 32.068

Total 348678 199

*=p< .05 %% =p< 0l **=p< 001

Hypothesis 2 predicted that employees who score high on self-efficacy beliefs will report a significantly greater
level of career growth prospects compared to their counterparts who score low on self-efficacy beliefs. The
results presented in Table 2 show that the main effects of self-efficacy beliefs on career growth prospects was
significant, F (1, 193) = 21.450, p < .001. A comparison of mean scores revealed that employees who are high on
self-efficacy beliefs (M = 43.2) reported greater levels of career growth prospects compared to their counterparts
with low personal growth initiative (M = 39.4), hence, hypothesis 2 was supported.

Hypothesis 3 predicted that employees who are high on personal growth initiative will report significantly
greater levels of career growth prospects compared to their counterparts who are low on personal growth
initiative. Table 2 shows that the main effects of personal growth initiative on career growth prospects was not
significant (F (1, 193) = 3.607, p ns), indicating that the mean career growth prospect scores of employees who
are high on personal growth initiative (M = 42.1) are comparable to that of employees who are low on personal
growth initiative (M = 40.5), hence hypothesis 3 was not supported.

Hypothesis 4 predicted that self-efficacy beliefs and personal growth initiative would interact significantly to
influence career growth prospects. The results in Table 2 show that the interaction effect of self-efficacy and
personal growth initiative on career growth prospects was significant, F (1, 193) = 4.489, p < .05. Hence,
hypothesis 4 was supported. The significant interaction of self-efficacy beliefs and personal growth initiative
yielded four groups of respondents. These include employees who are low on both self-efficacy beliefs and
personal growth initiative (n = 48), those who are high on both self-efficacy beliefs and personal growth
initiative (n = 65), those who are low on self-efficacy beliefs but high on personal growth initiative (n = 44), and
employees who are high on self-efficacy beliefs but low on personal growth initiative (n = 42). Results of
protracted t-test multiple comparison post hoc analysis of mean scores on career growth prospects of the four
groups are presented in Table 3.
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Table 3. Protracted multiple comparisons for interaction effects of SEB and PGI on CGP

Interacting Cells 1 2 3 4 N M S.D
Low SEB/low PGI - 297 557" 47" 48 37.8 6.38
Low SEB/high PGI - -1.9" -1.8" 44 41.1 55

High SEB/low PGI - 0.2 42 43.3 5.04
High SEB/high PGI - 65 43.1 5.85

SEB = Self-efficacy beliefs. PGl = Personal growth initiative.
CGP = Career growth prospect. * = p < .05. ** = p < .01. *** = p < .001.

Table 3 reveals that the mean score of employees who are low on both self-efficacy and personal growth
initiative is significantly different from the mean scores of all other groups. The low self-efficacy beliefs — high
personal growth initiative group was significantly different from the high self-efficacy beliefs — low personal
growth initiative group as well as the high self-efficacy beliefs — high personal growth initiative. The level of
career growth prospects reported by the high self-efficacy — low personal growth initiative group were
comparable with that reported by the high self-efficacy beliefs — high personal growth initiative group. This
pattern of interaction is presented in figure 1.

* A

50" 1 High SEB
e

40 /

30 Low SEB

20 pe Mean scores on CGP

0 >
I I

Low PGI High

Figure 1. Interaction effects of SEB and PGI on CGP

Figure 1 shows that greater levels of career growth prospect are expressed irrespective of whether an employee is
high or low on personal growth initiative when self-efficacy belief is high. As shown in figure 1, the least level
of career growth prospect is reported by employees when their levels of self-efficacy belief and personal growth
initiative are both low.

5. Discussion

The study investigated the role of demographic variables and the influence of self-efficacy beliefs and personal
growth initiative (individual factors) on career growth prospect in the Nigerian banking sector. Findings of the
study are partly in line with postulations in the extant literature about how these variables relate to career growth
prospects. The study found educational attainment, tenure in the banking sector, basic monthly income and job
status to be relevant demographic factors in career growth prospects. It also established a significant main effect
of self-efficacy belief as well as a significant interaction effect of efficacy beliefs and personal growth initiative
on career growth prospects. Study findings set the empirical foundation for the theory that employee
demographic data, efficacy beliefs and personal growth initiative are useful factors in career growth prospects.

The first hypothesis of the study examined the differences in career growth prospects that may result from a
respondent’s demographic data such as sex, age, marital status, highest educational attainment, tenure in the
banking sector, current organizational tenure, and income and job status. Although, all demographic factors
acting together accounted for a significant variance in career growth prospects, findings show that highest
educational attainment, tenure in the banking sector, basic monthly income and job status were the only variables
with a significant independent relationship with career growth prospects. The non-significant relationship of age,
sex and marital status with career growth prospects implies that young and old, male and female as well as
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married and single employees reported comparable levels of career growth prospects. This finding particularly
contradicts the arguments and findings of previous studies (e.g. Sullivan et al., 2003; Huang et al., 2007;
Inceoglu et al., 2008; cited in Segers et al., 2008; Richter, 2011) that age and gender are significant factors in
career attitudes. While education and bank sector tenure were negatively related to career growth prospects, the
relationship of basic monthly income and job status with career growth prospects were positive.

The negative relationship between bank sector tenure and career growth prospects implies that the longer the
tenure of an employee in the banking sector and the more educated they are, the lower their reported level of
career growth prospects, and vice versa. This represents an unexpected result when compared with the arguments
of researchers (e.g. Cheramie et al., 2007: cited in Segers et al., 2008) that high levels of career experience and
educational attainment necessarily spur development activities that enhance actual and favorable perception of
growth prospects. An appropriate conclusion in the present study would therefore be that bank employees who
have spent fewer years in the sector and who are comparatively less educated are at an advantage in respect to
favorable perception of career growth. A probable explanation for the current finding may be that employees
with less experience in the sector and those with comparatively lower educational attainment are more expectant
of career growth and/or receive more career growth support than their opposite counterparts, making them more
positive about career growth prospects. Another plausible reason would be that there are greater opportunities for
low tenure bank employees and employees with lower educational attainment than for their opposite
counterparts. Alternatively, it may be that low tenure bank employees and employees with low educational
attainment feel a greater need to seek career growth and this, probably, enhances their perception of career
growth prospects.

The positive relationships of basic monthly income and job status with career growth prospects imply that higher
income levels and elevated job status foster a more favorable perception of career growth prospects among bank
employees. This position is given credence by the results of the one-way analysis of variance and post hoc
analysis that compared career growth prospects across the three levels of the two demographic variables. Unlike
the results regarding tenure and educational attainment, the nature of the relationship between job status and
career growth prospects is consistent with the conclusion of Cheramie et al. (2007) that higher status increases
the importance of hierarchical promotion and fosters a more favorable perception of growth opportunities.
Consequently, a likely explanation for this finding may be that higher levels of income and job status enhances
the perception of further growth opportunities thereby augmenting perceived career growth prospects above that
of their counterparts with lower income and job status. Alternatively, it could be argued that higher income and
job status make bank employees feel a greater need to seek career growth opportunities in ways that ultimately
enhance career growth prospects. Otherwise, a possible explanation for the findings would be that bank
employees with higher levels of income and job status value career growth in their sector so much so that it
provides them sufficient inspiration to report its prospects with greater enthusiasm compared to employees with
low income and job status.

Results indicate a significant main effect of self-efficacy beliefs on career growth prospects. Mean comparison
revealed that the level of career growth prospects reported by employees with high self-efficacy was greater than
that reported by those who were low on self-efficacy. This implies that the higher a bank employee’s self-efficacy,
the better their perception of career growth prospects. This finding is in line with theoretical arguments and
results of studies in the extant self-efficacy literature. For example, the current finding supports the postulation
of Bandura (1997) that belief in one’s ability to attain a goal determines achievement striving and leads to high
expectations of success in a given task. It is also consistent with findings of previous studies that self-efficacy
beliefs enhance favorable perceptions of control over career growth opportunities (Gist & Mitchell, 1992;
Schwarzer & Scholz, 2000; Malherbe, Stell & Theron, 2003) and encourages commitment when faced with task
challenges (Okurame, 2006). Consequently, and on the basis of the social cognitive theory, one probable
explanation for the finding is that favorable levels of self-efficacy enhance a bank employee’s beliefs about being
able to control career growth opportunities, causing them to routinely report favorable levels of career growth
prospects. Alternatively, it may be that high self-efficacy beliefs make it possible for a bank employee to engage
in actual career growth activities within their organization, such that this adequately fosters favorable perceptions
of prospects for career growth.

That personal growth initiative did not have a significant main effect on career growth prospect implies that it
does not appreciably enhance or diminish a bank employee’s level of career growth prospect. Consequently, the
level of career growth prospects reported by employees who scored high on personal growth initiative and those
who scored low were comparable. This is an unexpected finding because it contradicts the position of the
literature on the influence of personal growth initiative on career growth prospect. Previous studies (e.g.
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Robitschek et al, 2010; Robitschek, Ashton, Spering, Geiger, Byers, Schotts & Thoen, 2012) have reported that
personal growth initiative spurs readiness for change in the face of challenges; enhances strategy in effort and
intentional follow-up behavior aimed at taking advantage of growth opportunities and fulfilling growth goals.
The current findings, therefore, suggest that high or low levels of personal growth initiative do not exclude a
bank employee from the career challenges of their sector. One probable explanation for the non-significant main
effect in the current finding is that personal growth initiative, on its own, may not be useful in revealing
differences in the career growth prospects of bank employees.

The finding that career growth prospects is significantly influenced by the interaction effects of self-efficacy
beliefs and personal growth initiative, implies that different levels of the two variables have implications for
prospective career growth. Given that the main effect of personal growth initiative on career growth prospect is
not significant, the interaction effect also implies that this variable is only relevant within the context of an
employee’s level of self-efficacy. The results of multiple comparison of interacting cells showed that the weakest
level of career growth prospect was obtained when self-efficacy and personal growth initiative are both low
while greater levels were obtainable irrespective of whether a bank employee is high or low on personal growth
initiative only when self-efficacy belief is high. The implication of this finding is that low levels of self-efficacy
and personal growth initiative inhibit elevated levels of career growth prospects and combining these variables to
attain superior levels of career growth prospects is possible only when self-efficacy is high.

6. Conclusions and Practical Implications of Findings

The findings of this study are of particular practical relevance to organizations, especially the Nigerian banking
sector, that desire to be responsive to the career needs of employees despite inhibiting organizational changes.
Results suggest that career growth prospect is amenable through intervention, making it possible for the
management to influence perception of career growth prospects within their organization. The findings of this
study will go a long way in making it possible for both management and employees to facilitate prospects for
career growth. Findings show that the management will need to pay adequate attention to demographic factors
such as educational attainment, tenure in the banking sector, basic monthly income and job status which were
found to be significant variables in prospects for career growth. Higher monthly income and job status makes it
more likely for some employees to have expectations of further career growth, signifying that low levels
predispose employees to an unfavorable perception of career growth. In contrast, higher educational attainment
and longer tenure in the banking sector were found to inhibit favorable levels of career growth prospects.
Interventions should therefore be styled to address the concerns of this category of employees.

Findings show that higher levels of self-efficacy are associated with higher levels of career growth prospects.
Management intervention should therefore aim at enhancing the self-efficacy beliefs of employees in order to
foster prospects for career growth. This would also make it possible to tap into the positive combined effects of
self-efficacy and personal growth initiative as the study’s findings showed that superior levels of career growth
prospects are possible in such circumstance.

7. Limitations of Study

Though this study extends our understanding of the influence of self-efficacy beliefs and personal growth
initiative on career growth prospects, caution is required in the interpretation of results for a number of reasons.
First, data for the study are subject to the usual limitations of a survey research, as they were obtained from
self-report instruments. This call for caution as under or over reporting cannot be totally ruled out despite the use
of psychometrically sound measures. Second, the study is an exploratory research. Therefore, data from
employees in a single organization in the Nigerian banking sector may not typify organizations in general. This
calls for caution in generalizing study findings to include employees in the banking sector in general or in other
organizational contexts.
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