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n the 21st century, the COVID-19 pandemic has made career choices the most complex, challenging, and Idifficult task. Over the last decade, there has been growth in technological advances, undefined professions,  
and work instability. In present times, one's career is more flexible, and the current generation workforce 

changes their work and employers easily and freely (Lyons et al., 2012) as it provides individuals with the 
opportunity to participate in work activities that are more appealing and creates goals for future life. In the current 
scenario, career paths are becoming more and more unpredictable and require more flexibility from individuals 
(Krumboltz & Levin, 2010), and they have to adjust career plans and goals well, often due to the accelerated pace 
of change and workplace uncertainty. In this new world of work, the need to change jobs or occupations frequently 
over one's career has become the rule rather than the exception. Nowadays, careers are adapted to changing 
economic conditions (Jacoby et al., 1999). Hence, over the last decade, career decision-making by young adults 
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has been gaining importance in the current global environment due to changing political, economic, and 
technological forces that influence not only employment options but also how individuals manage their lives 
(Hall, 2002), which means that making career decisions is an even more critical issue today. 

The results and discussion in this study will help the readers arrive at one's career decision, which influences an 
individual's entire life, and hence, it is significant to look into all the factors bearing upon it (Bandura et al., 2001). 
Choosing a career path or career change in today's workplace requires the ability to make informed career 
decisions. Individuals' ability to make an informed decision about their career path must follow in securing 
meaningful work. Many factors are crucial in individuals' career decisions and outcome expectations                                 
(Li et al., 2017). Career decision self-efficacy is essential in an individual's career interests, goals, choices, 
experiences, and performances (Jo et al., 2016). Apropos of the changing business scenario, it is indeed necessary 
that individuals strategically plan, adjust, and align their career objectives (Swanson & Parcover, 1998), which 
leads to job satisfaction. In recent years, how young people determine their careers has become the focus of 
vocational training policies, but it is not explored in many cases.

Literature Review

Theoretical Underpinning and Hypotheses Formation

SCCT (Lent et al., 2002) theory is based on self-referential thinking, cognitive learning, and various social 
thinking processes that interact to control and influence human behavior (Wu, 2018). SCCT has recognized key 
constructs for their relevance within career development processes: self-efficacy, outcome expectations and 
outcomes, and the environmental variables (e.g., gender, ethnicity, social support, and barriers) provide support 
and self-confidence to obtain favorable results (Lent, 2020) and help to outline the course of career decision-
making and development. These cognitive approaches pull awareness of individuals' active roles in their career 
decision-making and development (Özden, 2014).

Career Anchor and Career Decision-Making Self-Efficacy

Schein's (1974) career anchor theory is based on the premise that one's self-image and career performance play a 
crucial role in a person's career development by taking into consideration their preferences that not merely satisfy 
them but additionally motivate them to upgrade their talents, motives, values, and attitudes as a person (Judge et 
al., 2003). According to SCCT, self-efficacy in career decision-making is confidence in the ability to succeed in 
career-related activities and make a rational career decision.

Locus of Control and Career Decision-Making Self-Efficacy

Locus of control refers to self-belief in how much power an individual has over what happens to him                      
(Rotter, 1966). In earlier studies, the locus of control was found to be positively related to career decision-making 
self-efficacy (Hopkins et al., 2020).

Career Resilience and Career Decision-Making Self-Efficacy

Career resilience refers to adaptability, self-confidence, coping ability, tolerance, and risk-taking related to career 
decision-making in bad work conditions (Webb et al., 2017). As per the SCCT, individuals' confidence in career 
decision-making is their ability to perform the activities related to their career choice. If a person has a strong 
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belief and confidence to make decisions related to their career, even unfavorable conditions can enhance an 
individual's self-efficacy (Abukhait et al., 2020; London & Noe, 1997).

Ä H1 : Career anchor will be positively related to career decision-making self-efficacy.

Ä H2 : Locus of control will be positively related to career decision-making self-efficacy.

Ä H3 : Career resilience will be positively related to career decision-making self-efficacy.

According to Schein (1978), if a person is well aware of needs, motives, interests, and values as their career 
anchors, it can help an individual to be confident in making their career decisions or leading to job satisfaction 
while performing the tasks related to what they value at work (Lent et al., 2000; Schein, 1990).

As mentioned by Rotter (1966), LOC is the self-belief about the extent of control that individuals have over 
things that happen to them. Individuals with a high internal locus of control will be confident in controlling the 
activities related to their career at the workplace leading to a positive outcome as experiencing satisfaction in 
performing the job of work-related tasks (Chhabra, 2013).  

According to SCCT, self-efficacy affects job satisfaction if an individual is confident in handling adverse 
working conditions, develops resilience and self-confidence to manage their career in a disadvantageous working 
condition, and demonstrates the risk-taking ability to manage their career-related decisions that affect job 
satisfaction (Judge & Bono, 2001). 

Ä H4 : Career anchor will be positively related to job satisfaction.

Ä H5 : Locus of control will be positively associated with job satisfaction.

Ä H6 : Career resilience will be positively related to job satisfaction.

Ä H7 : Career decision-making self-efficacy will be positively correlated with job satisfaction.

Mediation 

As mentioned in SCCT, if individuals are conscious of themselves in terms of their abilities, talents, motives, 
needs, and values, they will show high career decision-making self-efficacy and individual confidence in their 
abilities to perform the activities related to their career or career decision-making leads to job satisfaction (Ortiz, 
2015). As mentioned in the locus of control theory (Rotter, 1966), individuals possessing self-beliefs about the 
extent of control they have over things that happen to them helps to develop a high self-efficacy or confidence in 
their own ability to carry out all career-related activities, which leads to job satisfaction (Robbins et al., 2012). It is 
observed from previous studies that if people have high career resilience, they can cope with the stress and 
setbacks essential to building confidence in their abilities to perform the activities related to their career or career 
decision-making (Webb et al., 2017). 

Ä H8 : Career decision-making self-efficacy mediates the relationship between antecedents' career anchors and 

job satisfaction.

Ä H9 : Career decision-making self-efficacy mediates the relationship between antecedents, locus of control, and 

job satisfaction.

Ä H10 : Career decision-making self-efficacy mediates the relationship between antecedents' career resilience 

and job satisfaction.
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Moderation 

Perceived social support is the help and assistance individuals feel they can receive through their interpersonal 
relationships when they need them in crucial situations (Mitchell et al.,1999) while performing career-related 
activities and help in making a rational career decision or career choice (Shuck et al., 2018).

Ä H11 : Perceived social support will moderate the relationship between antecedents' career anchor and career 

decision-making self-efficacy (CDMSE).

Ä H12 : Perceived social support will moderate the relationship between antecedent locus of control and career 

decision-making self-efficacy (CDMSE).

Ä H13 : Perceived social support will moderate the relationship between antecedents' career resilience and career 

decision-making self-efficacy (CDMSE).

At the workplace, individuals must have confidence in their abilities to perform the activities related to their 
career advancement; based on one's abilities, talents, needs, and motives, one will have enhanced self-efficacy 
and confidence in career decision-making (Schein, 1978) and when they are supported with various career-related 
plans, policies, procedures, and strategies, it results in individual career development. Previous research showed 
that organizational career management moderates the relationship between career anchor and career decision-
making self-efficacy (CDMSE) by providing social support that individuals receive at their workplace in the form 
of various policies and practices set to boost and improve the career effectiveness of the employees (Baruch, 2001; 
Baruch & Budhwar, 2006).

Ä H14 : Organization career management moderates the relationship between antecedents' career anchor and 

career decision-making self-efficacy (CDMSE).

Figure 1. Conceptual Model
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Ä H15 : Organization career management moderates the relationship between antecedents' locus of control and 

career decision-making self-efficacy (CDMSE).

Ä H16 : Organization career management moderates the relationship between antecedent career resilience and 

career decision-making self-efficacy (CDMSE).

Model of the Study

The conceptual model of the study is depicted in Figure 1. 

Research Methodology 

To evaluate the proposed conceptual model (Figure 1), the data were gathered from the software engineers 
working at the Middle and Lower levels in the IT sector in India and pursuing part-time MBA degrees from 
various universities. The study uses the descriptive (explanatory) research design to achieve the study's 
objectives. The sample was selected from four states, i.e., Delhi and Mumbai (Tier-I) and Jaipur and Ghaziabad 
(Tier-II). The data were collected in a hybrid mode (mail through Google Forms and physical interaction). The 
primary survey was conducted from June 2021 to January 2022. A convenience sampling technique was 
implemented. A total of 1,100 questionnaires were shared with participants, totaling about 986 responses 
positively. After editing, it was found that only 792 replies were useful. The rate of response was about 72%. 
Finally, there were 792 complete and useable responses. Of these subjects, 78.2% of the respondents were male, 
and 21.8% were female; 45.5%, 20.5%, 17.8%, 11.9%, 3.90%, and 0.50 % of the respondents were under 25 – 27 
years, 22 – 24 years, 28 – 30 years, 31 – 33 years, 34 – 36 years, and 38 – 40 years; 79.0% were from the middle 
level, and 21.0% were from the lower level; 75.6% of the respondents were unmarried, and 24.4% of the 
respondents were married; % were graduates,  had other degrees, 6% were post-graduates, and 2.10% 79.0 18.2%
were above post-graduates. It is seen that among the respondents, 59.9% never changed their career, % had 26.6
changed it once, 8.2% had changed it twice, 5.1% had changed it thrice, and 0.6% had changed it more than thrice; 
60.1% respondents had 1 year of experience, 28.6% had 2 – 4 years of experience, 1.5% had 5 – 7 years of 
experience, 3.3% had  8–10 years of work experience, and 3.4% had less than 1-year of work experience.

Data Analysis and Results

After collecting data, both descriptive and inferential statistics are used for analysis. Various steps were carried 
out in data analysis, such as coding the responses, cleaning, data screening, and selecting the appropriate data 
analysis strategy (Churchill & Iacobucci, 2004; Luck & Rubin, 1987). Coding was done by identifying, 
classifying, and assigning a numeric or character symbol to the data (Wong, 1999). The process of data cleaning 
and screening includes inconsistency checks and missing responses. All the responses received were cleaned for 
outliers; then, the cleaned data were entered into statistical software, SPSS version 26, for analysis.

Reliability and Validity

To calculate the reliability, standardized loadings were assessed (Table 1). A factor loading value of 0.5 is regarded 
as acceptable (Chin, 1998), and the constructs have satisfactory levels of internal consistency. The composite 
reliability values are above 0.70, and average variance extracted (AVE) values are more than 0.50 (Table 2), 
suggesting acceptable convergent validity (Bagozzi &Yi, 1988; Fornell & Larcker, 1981).
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Table 2. Average Variance Extracted (AVE) Values of Reflective Constructs

Variables  Average Variance Extracted (AVE)

Career Decision-Making Self-Efficacy 0.508

Job Satisfaction   0.728

Career Anchor  0.526

Locus of Control  0.568

Career Resilience  0.539

Perceived Social Support  0.591

Organization Career Management 0.636

Table 1. Reliability Validation of the Measurement Scales

Construct Cronbach's Alpha Rho_A Composite Reliability

CA 0.946 0.950 0.952

CDM 0.934 0.941 0.942

CR 0.899 0.921 0.917

JS 0.925 0.927 0.941

LOC 0.890 0.913 0.911

OCM 0.932 0.954 0.958

PSS 0.862 0.868 0.896

Discriminant Validity 

Discriminant validity was examined to show how the measurements in the model differ from other measurements 
in the same model. Subsequently, as shown in Table 3, the square root of the AVE of each construct is larger than all 
the cross-correlations between the construct and other constructs (Fornell & Larcker, 1981). These tests suggest 
that discriminant validity is satisfactory for the measurement model. The correlation between any two constructs 
should be greater than 0.60. All correlation coefficients are found to be significant (Table 4).

Table 3. Inter-Construct Correlations for Reflective Scales

Constructs CA CDM CR JS LOC OCM PSS

CA 0.725      

CDM 0.702 0.713     

CR 0.681 0.702 0.704    

JS 0.713 0.636 0.690 0.853   

LOC 0.710 0.664 0.687 0.739 0.754  

OCM 0.516 0.742 0.579 0.737 0.715 0.797 

PSS 0.158 0.168 0.137 0.247 0.237 0.174 0.769

Note. Career anchors (CA), Career decision-making self-efficacy (CDMSE), career resilience (CR), Job satisfaction 
(JS), Locus of control (LOC), organization career management (OCM), and perceived social support (PSS).



Table 5. Model Fit of all Variables 

Constructs Chi-  Chi - GFI AGFI NFI RMSEA CFI TLI 

 Square (df) Square/df 

CA 148.151(19) 1.195 0.98 0.97 0.98 0.016 0.997 0.996

LOC 33.283(8) 1.849 0.99 0.98 0.99 0.033 0.998 0.996

CR 56.797(12) 1.195 0.98 0.98 0.99 0.016 0.999 0.998

CDMSE 129.233(16) 1.36 0.98 0.97 0.99 0.021 0.997 0.997

OCM 69.73(14) 1.057 0.98 0.98 0.99 0.008 0.999 0.999

PSS 40.992(6) 4.555 0.984 0.962 0.967 0.067 0.974 0.956

JS 11.171(6) 1.396 0.995 0.988 0.998 0.022 0.999 0.999
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Common Method Bias Test 

Participants were ensured that their responses would not be disclosed to a third party and would be used primarily 
for research purposes (Podsakoff et al., 2003). Respondents were informed that the study variables                          
(i.e., independent and dependent variables) were irrelevant. According to Bagozzi and Yi (1988), the common 
method bias can occur if there is a high association between them (r >.9) (Table 4). The correlation shown is well 
below the recommended cut-off value, concluding that the common method bias issues are unlikely to occur.

Confirmatory Factor Analysis

After conducting CFA, the factor loadings and model fit indices generated are under the acceptance level, as 
shown in Table 5. 

Structural /Inner Model

The Smart PLS 3.0 algorithm tests the hypotheses, which provides path coefficients indicating the strength of the 
2relationships between the independent and dependent variables (Lin & Jeng, 2017). In the current study, the R  

Table 4. Correlations Table

 CA LOC CR PSS OCM CDMSE JS Mean  Std. Dev.

CA 1.000           3.91 0.70

LOC .264** 1.000           3.94 0.77

CR .338** .273** 1.000         3.85 0.70

PSS .082* .165** 0.028 1.000       5.03 1.25

OCM .379** .273** .330** .105** 1.000     4.06 0.74

CDMSE .310** .275** .250** 0.036 .329** 1.000   3.85 0.71

JS .264** .358** .260** .179** .351** .287** 1.000 3.97 0.93

**. Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

All correlation coefficients are found to be significant.



50    Prabandhan : Indian Journal of Management • November  2022

value of career decision-making self-efficacy (dependent variable) is 0.598, indicating that the combined effect of 
 2all independent variables can cause a 59.8% variance, and the R  value of job satisfaction is 62.5%. Goodness-of-

2
fit (Gof) and Stone Geiser Q  test for predictive relevance (Chin, 1998) were conducted by running the 
blindfolding procedure, and the GoF index is 0.55039, which is more than the threshold value (0 < GoF < 1) ; the 

 2effect size (f ) values for endogenous variables are 0.299 and 0.455 (Cohen, 1988). Hence, the model has 
acceptable relevance.

Hypotheses Testing Results

As observed in Table 6, hypotheses H1 (β = 0.201, p <0.01), H2 (β = 0.236, p <0.01), and H3 (β = 0.090, p<0.05) 
are supported. These hypotheses are supported by the fact that the career anchor, locus of control, and career 

2resilience all have a positive impact on career decision-making self-efficacy, explaining 59.5% (R ) of the 
variance in career decision-making self-efficacy. Similarly, hypotheses H4 (β = 0.221, p<0.01), H5 (β = 0.425, 
p<0.01), H6 (β = 0.135, p<0.01), that is, career anchor, locus of control, and career resilience are also found to 
have a positive influence on job satisfaction. Hypothesis H7 (β = 0.098, p<0.01) is also supported as career 

2
decision-making self-efficacy has a positive impact on job satisfaction (Figure 2), explaining 62.5% (R ) of the 
variance present in job satisfaction. As mentioned in Table 6, the hypotheses' p-value is less than 0.05. Thus, the 
hypotheses (H1 – H7) are accepted. 

The Smart PLS algorithm and bootstrapping procedures were run by including the mediator variable: career 
decision-making self-efficacy construct. It was analyzed that the two individual paths: (a) independent variable to 
the mediator, and (b) mediator to the dependent variable should be significant for each construct, which is a 

Table 6. Significance Testing Results of the Structural Model Path Coefficients, t - value, and p - value

Hypothesis Construct Relations Path  Coefficient t - Statistics p - value Significance Results

H1 CA –> CDM   0.201 3.852 0.000 *** Supported

H2 LOC –> CDM   0.236 4.682 0.000 *** Supported

H3 CR –> CDM   0.090 2.159 0.031 ** Supported

H4 CA –> JS   0.221 3.807 0.000 *** Supported

H5 LOC –> JS   0.425 7.863 0.000 *** Supported

H6 CR –> JS   0.135 2.612 0.009 *** Supported

H7 CDM –> JS   0.098 2.349 0.019 *** Supported

H8 CA –> CDM –> JS   0.020 2.023 0.039 ** Supported (Partial)

H9 LOC –> CDM –> JS   0.023 2.079 0.038 ** Supported (Partial)

H10 CR –> CDM –> JS   0.009 1.514 0.108 NS Not supported

H11 PSS-CA –> CDM   0.045 0.844 0.399 NS Not Supported

H12 PSS-LOC –> CDM –0.033 0.592 0.554 NS Not Supported

H13 PSS-CR –> CDM –0.072 1.981 0.049 ** Supported

H14 OCM-CA –> CDM –0.021 0.173 0.863 NS Not Supported

H15 OCM-LOC –> CDM –0.065 0.916 0.360 NS Not Supported

H16 OCM-CR –> CDM 0.031 0.262 0.793 NS Not Supported

Note. *** indicates significance at p <.01, ** indicates at p <.05, and NS indicates Not Significant (Hair et al., 2014).
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recommended condition for mediation. This study examines the mediating effect on the direct path between the 
independent and dependent variables using bootstrapping and Sobel statistics to obtain the estimate for all the 
mediation models (Sobel, 1982). The p-value and t-statistics obtained were used to test the significance. After 
confirmation of the path coefficients' relevance and importance (with a mediator in the model) (Figure 3), it is seen 
that indirect effects of career decision-making self-efficacy on career anchor and locus of control are significant 
H8 (β = 0.020, p<0.03), H9 (β = 0.023, p<0.03), but is not significant with career resilience. From this, it can be 
concluded that the mediation effect through career decision-making self-efficacy is happening for the career 

anchor and locus of control variables, but not for career resilience.
In the present study, two moderators — perceived social support and organizational career management — are 

tested with six moderation effects. The product term method is considered appropriate in the present study 
because the moderating variables are continuous (Rigdon et al., 1998). According to Henseler and Fassott (2010), 
the product term method results are usually superior or equal to the group comparison method. So, it is 

 2Figure 2. PLS – SEM (Direct Effect) with Path Coefficient and R  Values
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recommended using the product term method (Adeleke et al., 2016). The interacting effect of perceived social 
support (PSS) and organization career management (OCM) on the relationship between career anchors (CA), 
locus of control (LOC), career resilience (CR), and career decision-making self-efficacy (CDMSE) are examined 
and reported (Figure 4). The hypothesis H11 is not supported; thus, = 0.844, PSS-CA is not significant (β=0.045, t 
p PSS-LOC (β t p >.05). Similarly, there is no positive effect of  = –0.033,  =0.592,  >.05); subsequently, H12 is not 
supported. Furthermore, H13 is supported as there is a negative impact of  –0.072, PSS-CR interaction (β=                  
t p OCM-CA (β t              = 1.981,  <.05). Moreover, the results show no significant relationship between  = –0.021,  = 0.173, 
p >.05) and H14 is not supported. In the same way, both hypotheses H15 and H16 are also not supported, 
indicating no significant relationship between OCM –  = 0.916, >.05) and  -LOC (β= 0.065, t p OCM-CR (β = 0.031, 
t p = 0.262, >.05), respectively. 

Figure 3. SEM Path Coefficients with the Direct and Indirect Effects of Career 

Decision-Making Self-Efficacy
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Figure 4. Model Diagram for Moderation Testing of Perceived Social Support and Organization 

Career Management

Discussion

India's IT sector is highly dynamic. The participants of the present study are working in various IT companies. 
Due to technological advancement, workplaces have changed drastically, making career development tasks more 
complex and challenging for employees and enabling employees to acquire knowledge and skills to maintain and 
improve their employment aptitude. Individual characteristics significantly impact their career decisions and 
aspirations, organizations, and societies as personal career development and success depend on their ambitions, 
skills, and talents (Lent & Brown, 2020). As mentioned in the SCCT, human self-awareness and career 
advancement play a vital role in a person's career development, not only satisfying career decisions based on what 
they feel but also their talents, motivation, and needs (Judge et al., 2003). Participants in the current study 
demonstrated a high level of self-efficacy as they were aware of their career anchors ​​and also showed positive or 
proactive personalities in career decision-making (Preston & Salim, 2019), leading to job satisfaction                



54    Prabandhan : Indian Journal of Management • November  2022

(He et al., 2021; Igbaria et al., 1991). The participants illustrated high career resilience directly related to personal 
attributes such as self-efficacy, achievement, self-esteem and autonomy, positiveness, optimism, patience and 
creativity, psychological capital of hope, high self-esteem, self-confidence, increased self-regulation, reduced 
fear and anxiety, and capable of performing all tasks and activities related to rational career decision-making 
(Pathak & Joshi, 2020 ;  et al., 2018). They can face workplace challenges and fully recover from extreme Wang
situations, difficult experiences, setbacks, and other adversities (Rojas, 2015) and optimize individual potential 
by increasing self-efficacy in career decisions. 

The sudden outbreak of the COVID-19 pandemic and unpredictable working conditions have resulted in the 
growth of precarious work, including psychological experiences of vulnerability and anxiety (Creed et al., 2020). 
To cope with these conditions, employees in this study showed high internal LOC as they perceived and realized 
that the outcome or result from outside forces depends on their behaviors and actions (Carnes & Knotts, 2018). 
Due to the high levels of stress and psychological pressure at the workplace, individuals need to internalize 
positive psychology and resilience. They are expected to grow and maintain well-being and productivity around 
them (Turner et al., 2021). They are becoming adaptable, agile, employable, versatile, and flexible in navigating 
their careers and career decision-making at the workplace and in the organization (Savickas, 1998). They 
manifested strong self-determination, inner motivation, and high job resilience throughout the career selection 
process, leading to job satisfaction (Chadwick & Raver, 2020; Malik & Garg, 2018, 2020; Ryan & Deci, 2020). 
Participants in the current study were found to have wise and realistic career expectations. They know their 
strengths and weaknesses. Understanding them helps them achieve their goals and motivates them (Korkmaz & 
Kirdok, 2022). They are confident in the activities associated with choosing the right career and career path and 
feel more satisfied with completing career-related tasks and activities that result in high job satisfaction (Crisan & 
Turda, 2015).

Making career decisions is among the most crucial choices for individuals and plays a vital role in an 
individual's social, economic, and psychological well-being (Lent & Brown, 2020). It is evident that today's 
technologically driven IT companies show high employment insecurity, unpredictable job moves, individual 
career ownership, and upholding employability (Herriot et al., 1997), resulting in the old jobs and occupations 
getting obsolete, new jobs and professions being created, and as a result, the core tasks and required skills in most 
jobs and occupations will fundamentally change with time (Arntz et al., 2020), where employees with positive 
personality will improve self-efficacy in making career decisions (Preston & Salim, 2019) and will be able to 
negatively predict difficulties in making career decisions (He et al., 2021). The respondents in this study were 
accountable for their careers, leading to job satisfaction, psychological well-being, and engagement rather than 
depending on organizations or other individuals for their career growth (Avey et al., 2011). However, some 
scholars have warned that individuals high in self-confidence may demonstrate self-complacency and lack focus 
(Hiller & Hambrick, 2005) and may feel their careers are out of control and lack the meaning and purpose of their 
careers (Baruch & Vardi 2016). Sometimes, young adults' approaches and ways of thinking about their social 
connections and support can lead to different self-assessments. Some individuals assume social support as a sign 
of social acceptance and encourage a positive self-image.

On the other hand, some interpret perceived social support as an indicator of detrimental or negative qualities 
(e.g., weak people) (Horesh & Brown, 2020). Thus, people with low stress may seek less social support, as they 
might feel more self-competent and self-confident regardless of the amount of perceived social support received 
by them (Liu et al., 2020). Thus, the present study's participants were more self-reliant and confident about their 
self-efficacy and felt no need for social support in their career decision-making process. A proactive individual 
aspires to participate in career management activities, make career development plans, search for self-
improvement opportunities, and solve various career difficulties through continual learning of multiple skills 
required for career or job satisfaction and psychological well-being (Akfirat, 2020). This social support is 
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extremely helpful in combating professional stress and work-related problems with resilience (Agarwal et al., 
2020) and long-term organizational and professional sustainability (Kim et al., 2020). As earlier research 
indicated, professional success is influenced by age, gender, education, career experience, promotion rate, and 
marital status (Patwardhan et al., 2018), and in the present study, these demographic variables are considered as 
control variables.

Implications

Theoretical Implications

From a theoretical perspective, the study illustrates an empirical analysis of the integral personal factors that are 
important determinants of career decision-making self-efficacy resulting in job satisfaction. The analysis of the 
present study is a comprehensive combination of all the significant factors that influence the career decision-
making self-efficacy of an individual. The findings can be used to conduct research on career development. The 
validated model includes both internal and external factors of career decision-making self-efficacy. This research 
reveals the significance of various factors whose effect on career decision-making self-efficacy was not tested 
before. The model used in this study could be used as a starting point for models to include various other factors 
that have not been tested or experimented with before in the context of career development. Hence, the present 
study adds to the ongoing research on the career decision-making self-efficacy of young working professionals, 
helping them advance their careers. Researchers and thought leaders in career decision-making and career 
development can use this model to understand the ways and means to nurture and promote individual confidence 
in career decision-making in young professionals and budding managers. 

Practical Implications 

The current research study is relevant to human resources managers in organizations. Based on the information 
from the research, personal and organizational factors impact career growth (Kurup et al., 2020). Organizations 
can develop a competency framework required to perform various managerial tasks. This research can help HR 
managers map the employee career paths and graphs with the help of identified career anchors. Based on 
knowledge of individuals' career anchor, personality type, and level of resilience, they can be assigned a job or 
task in which their performance can be understood. The study provides insights into framing the policies and 
procedures in recruitment, performance appraisals, career counseling, designing flexible career paths, and 
promoting career initiatives, incentive and reward systems, and training programs to match the needs of a variety 
of career aspirants in the organization. It can help in creating a balance in the organization for the employees. The 
standard definition of career success as per the organization type may be developed for employees in a particular 
organization. From a research point of view, this model is a unique study in itself where the perceived social 
support and organizational support in the form of organization career management (OCM) are studied in a single 
research and add significant knowledge to the field of career development. The model suggested in the 
investigation takes a comprehensive view of the career decision-making self-efficacy of young professionals. As 
it includes internal and external factors, the model is unique and highly relevant to the Indian perspective. Any 
lacunas identified after using the model can be rectified by taking appropriate steps. 

Conclusion

The present study focuses on identifying the core variables that influence an individual's career decision-making 
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self-efficacy, organized around the factors suggested by SCCT, which is the theoretical framework used in the 
current study and seen to be associated with the career decision-making process. As per this research study, factors 
leading to rational career decision-making are critical for job satisfaction. Moreover, psychosocial strength or 
high confidence level is negatively correlated with erroneous decision-making and positively associated with the 
internal locus of control. Career resilience is also critically important in decision-making after an individual has 
experienced a significant setback or failure in their career, as supported by the study of Rudolph et al. (2017). A job 
is a lifelong process consisting of continuous decision-making events influenced holistically. That is, decision-
making is not based solely on interests or abilities but on familial influence, competition, and societal expectations 
(Savickas et al., 2009). A well-built and confident identity of oneself may allow people to cope with uncertainties 
in the present modern world of work and support them in going through various changes with integrity (Lei & 
Woodend, 2014). 

Limitations of the Study and the Way Forward

Firstly, a limitation of the study is that it is restricted to the samples from the IT and ITeS sector, and there is scope 
to conduct similar research in other sectors. This study was conducted in Tier-I and Tier-II cities only, and there is a 
scope to explore similar research in other cities and regions of India. Based on the current study, we foresee that 
further research should investigate which factors other than those discussed in the present study are more effective 
for coping with specific difficulties related to an individual's career decision-making. This can be done by finding 
associations between individuals' causes of career indecision and their use of coping strategies (Lipshits-Braziler 
et al., 2015). 

Future research needs to address more career decision-making self-efficacy issues and problems and identify 
other individual and organizational factors that influence the career choice and job satisfaction of employees in 
the IT sector. A longitudinal study can also be conducted to understand the career decision-making process of an 
individual, taking into consideration other personal and organizational factors. India has various cultures and 
demographics, so this study cannot be generalized to rural areas or to all students of this country's demographics. 
There is a future scope to conduct a similar study from cultural perspectives. All results are based on the 
information provided by the participants and are subject to the potential bias and prejudice of the individuals 
involved.
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