
THE RELATIONSHIP BETWEEN MOTIVATION FACTORS AND 
FUTURE CAREER CHOICES BY THE UNDERGRADUATE 

STUDENTS FROM HUACHIEW CHALERMPRAKIET 
UNIVERSITY, THAILAND 

 
 

 
 
 
 
 
 
 
 
 
 

WENYI LIAO 
 
 
 
 
 
 
 
 
 
 
 
 
 

A THESIS SUBMITTED IN PARTIAL FULFILLMENT OF 
THE REQUIREMENTS FOR 

THE DEGREE OF MASTER OF EDUCATION 
(EDUCATIONAL MANAGEMENT) 

FACULTY OF GRADUATE STUDIES 
MAHIDOL UNIVERSITY 

2018 
 
 

COPYRIGHT OF MAHIDOL UNIVERSITY 
  

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



  

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



iii 

 

ACKNOWLEDGEMENTS 

 

 

First of all, I would like to enormous thank for supports from my dear parents, Mr. 

Yuanling Liao and Mrs.Guiyu Wen, and siblings for their understanding and encouraging 

during two years of my master degree studying. For their supports, I got this opportunity to 

receive my master degree. I absolutely adore them, who given me more love and taught me to 

be patient and excellent to all things. 

My heartfelt gratitude goes to my major advisor, Asst. Prof. Arisara Leksansern, 

Ed.D. for all her professional support, genuine suggestions and invaluable guidance and, most 

of all, for her continuous support to enrich the quality of my dissertation. I am also grateful to 

my co-advisors, Asst. Prof. Poschanan Niramitchainont, Lect. Dr. Sovaritthon Chanseangsri 

and my external examiners, Assoc. Prof. Pinkanok Wongpinpech for their enriching comments 

and insightful suggestions to improve the quality of my work. All their academic support and 

words of encouragement will always be remembered and appreciated. 

I would like to express my sincere special thanks to the entire faculty members of 

the Faculty of Social Science and Humanities, who unselfishly and patiently helped me 

through the stressful, taxing days of this entire process. I wish to thank all of them for valuable 

assistance and skills to enhance managerial roles of my career and other precious friends for 

their wonderful inspiration. 

I would also like to convey my gratitude to all respondents, the internship 

undergraduate students of Faculty of Liberal Arts in Huachiew Chalermprakiet University for 

providing me their insight information for my data collection. I am so grateful for their 

unwavering assistance in providing the primary data for this study. 

Finally, I am grateful to acknowledge the support and care of my friends. I thanks 

them for never letting me give up, for believing in me and sharing their ideas with me. I thank 

all of them that have made my stay in Thailand a memorable one. 

 

Wenyi Liao 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



Fac. of Grad. Studies, Mahidol Univ.  Thesis / iv 

THE RELATIONSHIP BETWEEN MOTIVATION FACTORS AND FUTURE CAREER 
CHOICES BY THE UNDERGRADUATE STUDENTS FROM HUACHIEW 
CHALERMPRAKIET UNIVERSITY, THAILAND  
 
WENYI LIAO 5938398 SHEM/M 
 
M.Ed. (EDUCATIONAL MANAGEMENT) 
 
THESIS ADVISORY COMMITTEE: ARISARA LEKSANSERN, Ed. D., 
POSCHANAN NIRAMITCHAINONT, Ph.D., SOVARITTHON CHANSEANGSRI, Ph.D. 

 
ABSTRACT 

This study sought to investigate the relationship between motivation factors 
and career choices, to study the level of motivation and career choice, and to predict the 
career choice by motivation factors of the Liberal Arts Faculty undergraduate students in 
Huachiew Chalermprakiet University, Thailand. 

This research was conducted using quantitative method, for which data was 
collected through descriptive survey questionnaires. The research sample in this study 
consisted of 201 undergraduate students from the faculty of Liberal Arts in HCU. The data 
was processed electronically using computer application. Multiple Regression Analysis 
was used to predict motivation factors on career choices. 

 The results indicated that overall level of motivation factors on career choices 
were high. High level of career choice to work in their major or major areas from the 
respondents indicated intrinsic factors, extrinsic factors and interpersonal factors of 
motivation significantly effects undergraduate students’ career choices related to their 
majors.  

The findings of this research do support that there is a significant relationship 
between intrinsic, extrinsic and interpersonal factors of motivation and internship 
regarding career choices. The findings also revealed that there is no one factor which 
independently influences future career choices. It identified the influences in aspects of 
intrinsic factors, extrinsic factors and interpersonal factors of career choice scopes; 
enriched such research in Thailand undergraduates’ career choice area; provided one 
reference of the field of choosing career. This research can be used as a resource for future 
study as well. 
 
KEY WORDS: CAREER CHOICE / MOTIVATION FACTORS / UNDERGRADUATE 

STUDENTS 
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CHAPTER I 

INTRODUCTION 

 

 

1.1 Background and rational 

In recent years, in the background of the global “Chinese fever” and the 

construction of Belt and Road Initiative policy, “Chinese fever” has been popular for 

more than 10 years in Thailand. Chinese learning in Thailand is more and more 

upsurge (Yang, 2013). Thailand is also one of the countries with the highest density of 

Confucius Colleges. Thai students study Chinese in Thailand from about 200000 in 

2006 increased to about 1000000 people now (China Economic Daily, 2015). 

Under the support of the Thailand government, Thailand has become one 

of the largest countries in the spread of Chinese (Shu, 2017). Thai students study 

Chinese have grown almost 5 times than before. Following the increase of Chinese 

influence and the expansion of the Chinese language learning year by year, the trend 

of Chinese learning is becoming more and more obvious(Yang, 2015). Nowadays, in 

Thailand school, having a qualified strength of Chinese teaching teachers has become 

one of the main advantages of the school. Thai and English learning have been very 

common in Thailand school. Compared with them, Chinese has become the beneficial 

factors of competition between school and school. 

Besides, the increasing factor of China's influence, the growing number of 

Chinese tourists has also led to the Chinese language heat in Thailand. Tourism is one 

of the pillar industries of Thailand. While, Thai tourism market for western customer 

has gradually saturated. China as the representative of the emerging countries, the 

number of Chinese tourists to Thailand by leaps and bounds (Ma, 2015). That means 

the tourism industry of Thailand faced with new challenges. 

As the Thailand's tourism industry expanding, the scale of Chinese 

education is following expanding. In this background, it also puts forward higher 

requirements for teaching Chinese as a foreign language. Faced to this situation, 
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solving the problem of lacking of qualified Chinese language teaching resources in the 

fierce competition market is extremely urgent. 

At the same period, with increase of campus recruitment activities drives, 

Thai graduates would like to enjoy their freedom to choose their working place or 

position when they consider to start a career. Choosing the first career is one of the 

most important decisions for the young graduates. It is a matching process, where the 

person matches his/her personal needs with the field that best fits them (Ma, 2015). 

Career choices means the individual should go through process, that they have though 

of a work area, have considered their capabilities, have comprehended of what will 

bring a sense of achievement and have examined alternatively effects on their 

self-concept (Deci,1994). For young graduates’ career decision for jobs, subjective 

factor always plays a significant dominating role (Super, 1990). It was revealed in 

early adulthood, graduates prefer to take their personal needs or subjective sensation to 

make a career decision. 

Studying in higher-education or the highest education doesn’t mean it 

could reduce the unemployment rates and underemployment rates. Changed to other 

words that degrees are not tickets for providing a job by itself. Every year there have 

thousands and thousands of new graduates enter the workforce markets, while for the 

job market, it’s hard to absorb all of these graduate (Tan, 2010). Facing these severe 

situation in the surplus workforce market, that is more difficult for new graduated 

students with a little or no experience to go beyond other experienced working 

candidates. Meanwhile, for many undergraduate students, they face significant 

pressures in their working decision of career planning in the latest semester. These 

pressures consisted from internal, external, interpersonal, social society, individuals 

and even from the reference groups. Rising unemployment among graduates is due to 

mismatch between supply and demand (Morshidi, 2009). With all of the pressures of 

the society and the current situation of the undergraduates, it is urgently necessary to 

research the relationship between motivational factors and career choices. 

To read over many researches of motivational factors and career choices, 

there are many studies explores the career choices of nursing and medical science 

students, but the less studies have investigated career choices of language teaching 

interns in the area of Thailand before. For this gap, the researcher conducts this study 
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in Huachiew Chalermprakiet University of Thailand, to look for motivation factors 

that influence internship undergraduates’ career choice. Questionnaires are prepared 

for the internship undergraduates of Liberal Arts Faculty to get their opinions of their 

future career plan, ideas of career choices and to explore the motivation factors 

influenced career choices. 

Huachiew Chalermprakiet University is the most representative university 

for Chinese Language Teaching in Thailand. The University is the top three private 

universities in Thailand (Campus Ranking, 2018). There are 13 faculties offering the 

opportunity to study in different languages (Chinese, English, Japanese, French) for 

over 21,000 students who can choose over 8 Bachelor’s Programs, 6 Master Programs, 

2 research areas for PhD studies, especially the PhD of Chinese Educational Program. 

These programs emphasize learning and understanding Chinese, covering listening, 

speaking, reading, writing, and translation. Students will also learn Chinese culture 

and the way of teaching Chinese in elementary education and secondary education 

through 4 years’ study (HCU, 2017). The media of instruction for all Chinese 

Language courses is Mandarin. If the students’ language skills are inadequate, they are 

required to take courses in the Chinese language for one academic year and achieve 

the HSK Level 5 before their graduation. In the final year, the students have to do a 

Chinese teaching internship at schools in Thailand for six months. Huachiew 

Chalermprakiet University highlights the importance of internship experience during 

college. The university provides many working experience channels to encourage their 

students to the labor market. Through sending the undergraduate interns to appointed 

schools or companies for their final internship. More internship benefit opportunities, 

more mutual benefits will be created to university undergraduates and university. 

Based on needs of the national community for talent, Huachiew 

Chalermprakiet University focused on Chinese teaching and research from the 

beginning setting day with more than 35 years of tradition, Huachiew Chalermprakiet 

University is one of the most prestigious universities in the Chinese medicine and 

Chinese administration, particularly, in the area of Chinese Language Teaching in 

Thailand. Many of the graduates presently are working in the area of Chinese. 
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Considering these reasons, the researcher has decided to take Huachiew 

Chalermprakiet University as the most suitable university for conducting the study. 

The study conducted had broader objectives; therefore, there will be presented results 

obtained after processing some of the questions of the study which considered relevant 

for the aim of this study. The study findings are based on data collected from senior 

undergraduate students enrolled in Chinese Language Teaching (HCU) university 

education programs at the Faculty of Liberal Arts (FLA) during 2017/2018 academic 

year. Moreover, the important reason that the study is conducted in Faculty of Liberal 

Arts that are almost all the majors in this faculty are covered Chinese Language 

courses and Chinese Culture courses from the first year to the forth year in HCU, the 

students in this faculty are required higher Chinese Language skill during their 

academic years. FLA is the most representative faculty of the Language Teaching in 

HCU that the graduated students have excellent qualities in Chinese as well. 

Aims of this study are at examining motivation factors which drive the 

internship undergraduate students’ choices, their perceived needs and aspirations. That 

will help the undergraduates well-know the relationship between motivational factors 

and career choices. Moreover, it will study the levels of the undergraduate students’ 

internship performance, in this process, the students are affected by many different 

motivational factors, and they are conditioned by motivation factors like working  

interest, satisfaction, employ ability prospects, family and friends. This study provides 

insight on measuring what motivational factors that influence undergraduates’ 

behaviors during their internship, so that to lead the undergraduates make their 

occupational choices after internship. It hopes that giving the suggestions and 

recommendations to new graduates gaining ideal employment in such a competitive 

labor market. 
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1.2 Research questions  

1.2.1 What is the level of motivation factors and career choices of the 

Liberal Arts Faculty undergraduate students in Huachiew Chalermprakiet University, 

Thailand? 

1.2.2 What is the relationship between the motivation factors and career 

choices of the Liberal Arts Faculty undergraduate students in Huachiew 

Chalermprakiet University, Thailand? 

1.2.3 What is prediction of the career choice by motivation factors of the 

Liberal Arts Faculty undergraduate students in Huachiew Chalermprakiet University, 

Thailand? 

 

 

1.3 Research objectives 

1.3.1 To study the level of motivation factors and career choice of the 

Liberal Arts Faculty undergraduate students in Huachiew Chalermprakiet University, 

Thailand. 

1.3.2 To examine the relationship between the motivation factors and 

career choices of the Liberal Arts Faculty undergraduate students in Huachiew 

Chalermprakiet University, Thailand. 

1.3.3 To predict the career choice by motivation factors of the Liberal Arts 

Faculty undergraduate students in Huachiew Chalermprakiet University, Thailand. 

 

 

1.4 Research hypothesis 

1.4.1 Intrinsic factors of motivation correlate with career choices of the 

Liberal Arts Faculty undergraduate students in Huachiew Chalermprakiet University, 

Thailand. 

1.4.2 Extrinsic factors of motivation correlate with career choices of the 

Liberal Arts Faculty undergraduate students in Huachiew Chalermprakiet University, 

Thailand. 
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1.4.3 Interpersonal factors of motivation correlate with career choices of 

the Liberal Arts Faculty undergraduate students in Huachiew Chalermprakiet 

University, Thailand. 

1.4.4 Career choice can be predicted by motivation factors. 

 

 

1.5 Scope of the study 

1.5.1 This study focused on exploring the relationship between 

motivational factors and career choices in the site of the Liberal Arts Faculty in 

Huachiew Chalermprakiet University of Thailand.  

1.5.2 The population of the study included 402 the fourth year’ 

undergraduate students of the Faculty of Liberal Arts in the academic year of 

2017-2018, and 201 undergraduates was chosen to the samples. 

1.5.3 The researcher would utilize questionnaire as instrument which is 

based on the tri-dimensional model of extrinsic, intrinsic and interpersonal factors 

from Carpenter and Foster (1977) and Beyon (1998).  

1.5.4 The questionnaires was distributed to undergraduate students in 

June, 2018 and collected data about 2 weeks to elaborate their opinions towards the 

future occupational choices. 

 

 

1.6 Operational definition and definition of the term 

 

1.6.1 Operational definition of the term 

Motivational factors refers to constituents and elements in the 

three-dimensional framework which contain intrinsic factors, extrinsic factors and 

interpersonal factors which bring about certain effects or results to stimulate desire and 

energy in the HCU undergraduate students to be interested in their majors to a subject, 

work and career ,even to an effort to realize life goals. 
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Intrinsic factors in this study refer to the HCU undergraduate students’ 

psychological process and their inset feeling which is including working expectation, 

personal growth, achievement, stimulation, job interest and independence resulting to 

their behaviors. 

Working expectation refer to the internship undergraduates’ hope and 

wish that they want to get through join in their work, their expectation always related 

to the salary, position and skill that they want to arrival during a period of work. 

Personal growth refer to the skill, capability, and something which would 

improve the undergraduate behavior and ability. 

Achievement refer to the good success and excellent goals that the 

internship undergraduates take and finish their work of their capability. 

Stimulation refer to some suitable pressures and working load which will 

push and stimulate the internship students in their mind to inspire them to work 

actively and work hard.  

Job interest refer to the enthusiasm and interest in the job that the 

internship undergraduate students hold so that make them active and take the 

happiness in the work. 

Independence refer to the internship undergraduates’ ability to work by 

themselves without tightly control from their supervisors and able to take their ideas 

and own judgement for their responsible work. 

Extrinsic factors refer to a part of motivational factors consisting of 

environment of internship, social status and human relationships, in this study which 

are including school policies, management structure, human relations, social status, 

materials, job security and working environment, these seven major factors of 

extrinsic will be analyzed in the instrument. 

School policies refer to the rules and principles that the internship working 

place made that should be followed and implemented and cannot be break and 

violated. 

Management structure refer to the working framework of its each 

position that divided to different levels of management. Each management levels of 

structure has their different working tasks. 
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Human relations refer to the relationship between the working group and 

individuals in the study such as the relationship with the colleagues, the relationship 

with the superiors, it’s a net of relationship in social and personal. 

Social status refer to the reputation, honor and undergraduate students’ 

position which present in social. 

Materials and equipment refer to teaching textbook, teaching equipment, 

marker pens, computers and office supplies that the internship undergraduates need 

when they set about interning in their working places. 

Job security refer to security to internship undergraduate students’ work 

permanent, insurance and position of work. 

Working environment refer to the atmospheres of the working place and 

even for internship undergraduate students’ perceptions of the general work 

environment in their internship working place. 

Interpersonal factors refer to family members or working peers (such as 

classmates or personal groups) of the undergraduate student within his or her sphere of  

daily activity or life-space, that exert conforming influences on the undergraduate 

student’s behavior, especially, on his or her future career choice. 

Family refer to parents and the relations of the internship undergraduate 

students who leads a family and gives some advise and affect to family members’ 

decisions. 

Peers refers to a group of people with the same age or similar age as the 

undergraduate students who always companion with the undergraduates at a period of 

time such as classmates of the internship undergraduates, friends and colleagues of the 

undergraduate students. 

Career choices refer to the HCU undergraduate students’ selection of a 

particular path or vocation in terms of career through their internship learning, work 

and other aspects of life, in other words, it is a type of decision relate to their future 

career which requires a period of time to experience and complex thinking.There are 

many motivational effects which influence on undergraduate students’ career choices 

like intrinsic factors, extrinsic and interpersonal factors that will lead the 

undergraduate student choose a kind of work with his or her major in the whole of life 

or change to work  the other areas to create a meaningful framework for life. 
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1.6.2 Definition of the term 

Internship refers to certain period of supervised training which required 

for qualifying to the profession students who should work the same hours as the school 

or company's full-time employees to help students for building a solid career basement 

before they are qualified for an actual job in the society in academic year 2017. 

Undergraduate students refers to the fourth years’ undergraduates whom 

studying in the Faculty of Liberal Arts of HCU and have finish all the major and 

option subjects, after the last year of profession internship who will graduate from the 

university and prepare for finding a job in academic year 2017. 

 

 

1.7 Research contribution 

1) It is providing more relevant information as possible in the aspects of 

motivation factors, career choice scopes, and clarify of relationship between each 

motivation factor and career choice so that to give more reference to help the 

undergraduate or graduate students well understanding the relationship between 

motivation factors and career choice. 

2) It is identifying the relationship between motivation factor and career 

choice and making a case study for future research. This study will help enrich such 

research in Thailand undergraduates’ career choice area. Also offering one reference 

of the field of choosing career. 

3) It is also assisting the undergraduate or graduate students, with unclear 

career plan and no definite direction, to ensure they receive appropriate career 

information, guidance and advice to help them more clear what factors should be 

considered when choose their future job. 
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Motivation Factors 
 
Intrinsic factors 

● Working Expectation 

● Personal Growth 

● Achievement 

● Stimulation 

● Job Interest 

● Independence 
 
Extrinsic factors 

● School Policies 

● Management Structure 

● Human Relations 

● Social Status 

● Materials and Equipment 

● Job Security 

● Working Environment 
 
Interpersonal factors 

● Family 

● Peers 

1.8 Conceptual framework 

This study investigated the factors of motivation on undergraduate 

students’ career choices. Theories applied under this study are Factors of Career 

Choice of Carpenter and Foster (1977) and Beyon (1998);  

 

 

 

 

                             

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.1 Conceptual framework 
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CHAPTER II 

LITERATURE REVIEW 

 

 

The aim of this chapter is to provide the past and present situation of 

motivational factors and future career choice of the graduating students. In this part, 

the author also gathered related concepts, terms of definitions, and relevant theories 

and previous research of the relationship between the motivational factors and the 

undergraduates career choice that in order to add sufficient information to this study. 

The details are presented in the following sequence: 

2.1 Situation and Internship Implementation in HCU 

2.2 Concepts and Definitions of Career Choices 

2.3 Concepts and Definitions of Motivation and Motivational Factors 

2.4 Motivational Factors Affecting Career Choices 

2.5 Related Research 

 

 

2.1 Situation and internship implementation in HCU 

 

2.1.1 Internship application requirement in Huachiew Chalermprakiet 

University 

Huachiew Chalermprakiet University a medium-sized university founded 

under a steadfast resolution by Overseas Chinese Foundation – aiming to bring 

benefits to society with academic excellent university graduates whom equip with 

qualified knowledge and virtue, at the same time, that develops the quality and 

enhances the experience among its instructors (the emphasis being on the building of a 

teaching spirit), builds awareness of the obligation and duty to create harmony and 

agreement among all members of the institution, and creates awareness, to a good 

level, of being responsible in relation to all sectors of society. It uphold the view of 

"comprehensive social welfare services" that published the university motto 
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"Studying, so as to be of service to the community" for all the students and staff, 

particularly to the Chinese descendants and the vast majority of Thai people who 

would provide Chinese and traditional Chinese culture and other liberal arts courses 

for the purpose of education. 

Huachiew Chalermprakiet University awards degree credit. Based on the 

provision of the appointed department, contributes to the study of the internship will 

be granted course credits concluded a level of 450 courses in their last term internship 

training. Each related departments take the responsibility of each internship programs, 

interim and final reports, designated competent and security in advance. These 

departments also supervise the behaviors during the period of full-time internship, 

determine the tasks in the course and take students’ performance record for assessment. 

( HCU Public, 2017). 

HUC cooperates with many reputation organizations that offer quality 

summer internship programs so that to highly recognizes educational values from 

society. Human resources development is the continuous learning process for entire 

life of each individual which deals with training, education and development by 

emphasizing on each person (Banyong,2000). HUC in every year’s summer will 

provide the forth year’s undergraduates a qualified summer internships with a 

non-degree credits to reward them. After the undergraduates accomplished their 

summer internship, the internship will be transcribed to a course of non-academy. At 

the end of the fourth academic year, it would be served as a academic internship 

programs which would appear in the transcript. There will be no more than three 

credits of non degree can be used to transcript which will have a significantly effects 

on undergraduates’ final degree credit report cards. 

Undergraduate students should fill in the application form, in this 

accordance with the standard conditions, they would get their last years’ internship 

degree credits: 

Current undergraduate students have a qualify to apply the internship 

programs whom have receive the last winter semester grades, moreover unfinished 

winter semester on the transcript in end of spring. 
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The first preparing step of starting the internship program that is the fourth 

academic years’ undergraduate students should apply for the permission of summer 

internship non degree credits, after the permission were submitted, encourage related 

documents about internship last year would be provided by the undergraduates. And 

these collected internship program documents would assign in Career Development 

Center(CDC) so that to certain the value of education and ensure the security of 

internship practice. 

The internship related staff of Career Development Center would be 

listening to the advice of familiar according to the faculty various internship types of 

approve application and disapprove application. Once approved the application, HCU 

register center will confirm the internship undergraduates getting the internship 

credits. 

Career Development Center will handle the issue of collecting a internship 

statement from undergraduate students which showed the intern works that they 

worked at less 280 hours was already accomplished in success. 

The program practice of the undergraduate students should firstly 

consultation with the faculty internship coordinators as well, internship undergraduate 

students have to be assigned by the response host in the faculty and the internship 

students.  

The hosts will get an approvement of the internship agreement from the 

coordinated by sending an applicant letter. Meanwhile, the host take a responsibility of 

outlining perform intern duties and supervise faculty internship policies. 

The fourth years’ undergraduate students should finish and hand in an 

acceptable resume before they assign and introduce themselves to the host. 

The internship period will be at least once a week to participant in about 

10 hours with related activity. 

Every intern weeks’ activities reports should be sent to the faculty by the 

internship undergraduates. Intern coordinators will fill out the intern items and send 

back to the undergraduates. After that the filled form would send to supervisors of the 

faculty, the students will get their internship score according to the assignment and 

behaviors. Each evaluated report items will be verified and signed by professional 

internship committee. 
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In the middle period of the internship, the department of internship 

coordinators will meet and interview with the internship undergraduates and leading 

teachers to be ensured that the intern project provided both satisfied and sides. 

The internship undergraduates must submit a copy of their publish article 

scrapbooks, collections or the other all of their internship work diary at the end of their 

fourth academic year. Their internship working materials will be made for a review by 

internship coordinators, after reviews all of these materials will be sent back to the 

undergraduates for job interviews(CDC,2013). 

It’s obvious that in the case of internships, have a summer work 

experience degrees will be obtain more things according to the last summer semester 

of the follow-up works. Presenter of the faculty, training teachers would participant in 

this internship programs, and they will also do the works of implementation and 

evaluation so that the summer internship could qualify for a degree. 

 

2.1.2 Evaluate standard and quality assurance in HCU 

The Thai Ministry of Education has provided various avenues for Thai 

undergraduates to make sure they will equip competitive abilities in a fierce 

international working markets. The strategy of New Generation in Cooperative 

Education and Work Integrated Learning that was opening a new window between the 

work of world and higher educational generations. In this strategy, on the job training 

and theories of learning were impressed together in the trends of business, industries, 

economic sectors and educational areas in the work of world. By this way, it would 

respond to working labor markets’ requirements. Becker (1997:231) stated that 

specific training is required in performing a certain job, such training is more generally 

useful for the enterprise than for a well. The project’s purpose is to practice the 

employing capacity and developing the qualified skills of the undergraduate students. 

The Thai Ministry of Education through the Higher Education 

Commission Office (OHEC) has encouraged Thai universities, students and 

workplaces to participate in the Cooperative Education Project. In the year 2013, 

OHEC set up a strategic plan (2013-2015) to boost the Cooperative Education and 

increase participation from stakeholders. The objectives of the plan are: 
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1) To enhance quality of graduates that meet demand of international labor 

market; 

2) To strengthen the Thai Cooperative Education Network in providing 

cooperative education sustainable and sharing resources among member university; 

3) To promote international cooperative education particularly cooperative 

education within ASEAN； 

4) To monitor and evaluate the quality of cooperative education provision. 

As the global marketplace has become increasingly competitive, 

Thailand’s Office of the Higher Education Commission (OHEC) has encouraged and 

promoted our universities to adopt the work integrated learning so that the future 

workforce would become capable and productive asset of the country and beyond. In 

order to translate the policy and plan into action OHEC in collaboration with 

stakeholders concerned launched the Cooperative Education Project, which is an 

educational method emphasizing systematic provision of work-based learning in the 

actual workplace for university students. 

To ensure that students’ competencies meet the demand of the labor 

market, OHEC in cooperation with the Thai Association for Cooperative Education 

(TACE) and Cooperative Networks concerned has set standards and quality assurance 

for cooperative education provision which requires participating parties to process the 

implementation of cooperative education effectively. This includes co-op work term, 

job descriptions, student placement, co-op student visiting, work placement 

evaluation, and work report evaluation. Those networks include public and private 

sectors, workplace, and universities locally and internationally such as Thailand’s 

Cooperative Education Network and the Thai Association for Cooperative Education 

(TACE) (General Statistics 2008; The Office of Higher Education Commission). Since 

2013, OHEC has expanded cooperative education to the international level particularly 

within ASEAN. From 2008 to present, there are 106 higher education institutions 

participation and over 10000 workplaces involved (General Statistics 2008; The Office 

of Higher Education Commission). 
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2.1.3 Career choice scale  

There are many scales that have development to the influence of 

sub-groups’ identifition, these scales consisted of the failure of students’ appropriate 

career decisions. Based on the Vocational Decision Scale (VDS), Jones and Chenery 

(1980) have modified it to conclude the three dimensions of decision models of 

vocational decision status, decision models of level of comfortable and the explanation 

of non-decision. Yanico and Koschier (1976) have developed Career Choice Scale that 

improved and consummated the design of identifying and measuring between the 

relationship of vocational choices and education. 

Holland (1977) in a study of characteristics attributed to students who are 

decided or undecided, the study found that students opinions of indecisiveness  

shaped the scale of internal consistent. His study provided more evidence that degrees 

of undecided exist, and provides some information concerning multiple causes for 

such undecidedness.  

According to Huachiew Chalermprakiet University’s teaching purpose, 

providing the needs of the national community for talent, Huachiew Chalermprakiet 

University has a lot of graduates worked in the Chinese medicine and Chinese 

administration, particularly, in the fields of Chinese Language Teaching. Many of the 

graduates presently are working related in Chinese. So for the career choice scale of 

the research participating undergraduates which refers to working with Chinese, such 

as Chinese Language teacher, Chinese-Thai translators, tour guiders for Chinese, 

Chinese newspaper editors and so on. 
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2.2 Concepts and definitions of career choice 

The concepts of career choices would be considered as a bunch of 

interactions, personal need, recognization and performance to reflect persons’ different 

views with their respects in variable career areas. Similarly, in the conclusion of 

Bourdieu (1994) that career areas of social markets which was a ground that 

individuals’ career was made every times. According to the conclusion, the definitions 

of the career choices which could be drew as a efforts for pushing on the sequence of 

status or positions in the social labor markets. 

A career choice is defined as the occupation a person desires to pursue is 

there were no reality constraints (Arbona & Novy, 1991) Career choice represent an 

individual’s orientation toward a particular career goals and also will cause an 

individual closely consider decisions regarding schooling and future (Gottfredson & 

Becker, 1981). 

People’s occupational behaviors are the product of job-self compatibility 

and judgments about the accessibility of job. Accessibility refers to some obstacles 

and opportunities in the social or economic environment that affect one’s chances of 

getting into a particular career (Gottfredson, 1981). 

 Career is defined as a developmental process that covers all the roles 

before, during and after the profession (Yazici, 2009), and consists of all the work 

done during an employee's working life (Ozgen, 2005). Career is seen as a series of 

individual perceived attitudes and behaviors and integrated work-related activities 

during the life experience of a person. Each individual either a babysitter or a physicist 

or an academician or a manager automatically has a career. However, the individual 

must interpret his/her career in a meaningful way (Bingol, 2006) 

Consequently, career research has focused mainly on the objective 

physical component, viewing a career as a sequence of advancing jobs (Sullivan & 

Arthur, 2006). Early career theory emphasized the set stages or natural progressions 

within a specific vocation, whereas recent theory puts forward the idea of work 

(careers) being boundaryless (e.g., Arthur, 1994; Arthur & Rousseau, 1996). 

Contemporary career theory suggests that careers are much more than a mere sequence 

of jobs and tend to have both objective (physical) and subjective (psychological) 
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aspects that need consideration to understand career satisfaction and success (Arthur & 

Rousseau, 1996; Evetts, 1992; Hall, 1976; Sullivan & Arthur, 2006). 

Hall (1976) defined a career as an “individually perceived sequence of 

attitudes and behaviors associated with work-related experiences and activities over 

the span of a person’s life” (p. 4). Earlier research (e.g., Super, 1957) defined a career 

simply as an employer-employee relationship characterized primarily by natural 

advancement and extrinsic reward (Sullivan & Baruch, 2009). 

Another definition by Lounsbury (2009) states “career choice is process of 

choosing career path which can involve choices regarding education and training for a 

given career”. While Olamide and Olawaiye (2013) introduce “career choice is a 

process that includes experimentation, trial and error, decision-making and eventual 

judgement”, AnbuSelvan et al (2013) consider career selection as a process of 

choosing a profession or occupation which will lead your future professional life. 

Career choice is the decision derives from intrinsic and extrinsic career 

components such as compensation, sense of security, and opportunity for advancement 

(Greenhaus, Parasuraman & Wormley, 1990; Judge et al., 1995, p. 487). Career choice 

is a key predictor of career success that is comprised of both intrinsic and extrinsic 

components, and is therefore measured by using both subjective and objective 

indicators (Ng, Eby, Sorensen, & Feldman, 2005). There also is a need to explore the 

possible influence of personal factors (e.g., relationships) and contextual factors (e.g., 

industry salary) in career research (Ng et al., 2005; Sullivan & Baruch, 2009). 

Meanwhile, career choice focuses on the occupations that an individual 

desires to attend in their life. Career choice and occupational decision have been 

widely studies over the past decade and have received in various theoretical 

perspectives. Particularly, the Gottfredson theory (1996) of circumscription and 

compromise, in which realistic decision refer to images of occupations that both 

accessible and compatible. More generally, some theorists refer to career choice as a 

career or occupation that one hopes to hold in the future (Gottfredson, 1996). 
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2.3 Concepts and definitions of motivation and motivational factors 

 

2.3.1 Motivation and motivational factors 

Motivation was a complex concept in group that revealed the various of 

behavior aspects of the individuals Cofer and Appley (1984) gave a definition to 

motivation. With a support of Vroom (1964), Vroom explained the original of the 

motivation with the meaning of moving which was from Latin word, it was a kind of 

force of internal factors simulated by personal needs that the goals of achieving. Klang 

(2006) also put a similar definition, personal achievements and commitment in the 

special commitment that internal and external driving force which would be named as 

motivation. 

On the other hand, Lai (2011) pointed out motivation was a kind of 

behaviors which was characterized by willingness. Broussard and Garrison (2004) 

broadly pointed that motivation was defined as the drive lead individuals to do or not 

to do the things. Schulze and Steyn (2003) argued that leaders or managers must 

realize the value and meaning of motivation so that to awake and better understand the 

behaviors of individuals, to best to motivate their subordinates to take actions. Beck 

(2000) also related that motivation was a concept of theoretical, explained a choice of 

people at a point time which performed specific behaviors. 

According to Herzberg (1959) motivation has been defined as attitudes on 

their job as a whole, employees can also have attitudes on numerous aspects of their 

job such as the kind of work they performed, their subordinates, and managers. In 

addition to Karp (1992), learners are motivated before learning could take place and 

motivation has to be maintained during the learning. Hence motivation was considered 

as the causal factor, the mediator and the consequence of l extra earning. Similarly, 

Robbins (2001), emphasized that people will put extra effort towards fulfilling the 

organizational goals when their needs are satisfied. Thus such motivation is called a 

needs-satisfying process. Motivation is two-dimensional: either categorized as hygiene 

factors, where individuals’ behaviors produced satisfaction un-reliant on an external 

reward system (Klyczek & Gordon, 1988). Teacher motivation therefore referred to 

willingness or desire of the teacher to achieve the goal of the school as an organization 

(Belle, 2007). Motivation is a process which can be started when a motive emerges 
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(Nakonecny, 2005). Furthermore, Tureckiova (2009) defined incentives as factors 

which influence motives directly and hence increase motivators, moreover, it influence 

motives indirectly and thus increase hygiene factors. 

In most of different studies, Motivation is just one of the complex areas of 

management. The previous scholars had provided that motivational levels would be 

affecting productivity. Therefore, theses scholars came to conclusion that in the 

contexts, there had many similarities and differences. 

Motivation of Intrinsic and extrinsic has been used in wide. On the 

contemporary theories and studies, having many classic definition of intrinsic 

motivation and extrinsic motivation. For definition of intrinsic motivation, it was an 

important part of the structure which was reflecting natural tendency of human being 

and a process of learning. While for the definition of extrinsic motivation, extrinsic 

motivation had a lot of differences in the autonomy of relations, so that would reflect 

the fact of self adjusting as well as external control. Discussed the motive and human 

of autonomy, competitive and relationship of basic needs, there were many 

managemental theorists focused on the importance of intrinsic factors and extrinsic 

factors like Deci and Rycan(1985), Maslow (1943) and Herzberg (1959). In their 

views, they were based on different reasons to distinguish different motivational factor 

and popurse. The most fundamental difference was the definition of intrinsic and 

extrinsic, definition of intrinsic motivation itself means to do something with hearted 

enjoyable and internal interesting, however, extrinsic motivation means to the results 

of separation when to do something. The distinction between intrinsic and extrinsic 

motivation and the definition of these two general types of motivation is following. 

2.3.1.1 Intrinsic motivation 

Intrinsic motivation which was defined as inspiring inner 

feeling or satisfaction and following it to do an activity, not for the results of outside 

separable stimulation. Once the person was intrinsically motivated, he or she will be 

acting with challenge and fun, not because of external awards, pressure and external 

stimulation. Intrinsic motivational phenomenon was firstly recognized during a study 

of animal behaviors’ experience. The study had found many behavious in a absence of 

rewards, organism behaviors, curiosity and fun (White, 1959). This behavior of 

spontaneous, it obviously seems having a benefit of organism adapte abilities, not 
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based on any instrucmental tools, while because of the capacities of extension and 

association of exercise. 

Intrinsic motivation was defined as implement something 

which was enjoyable and interesting coming from task itself by Deci and Ryan (2000). 

Explanation to further that intrinsic motivation was on account of the need for self 

determination or capabilities (Deci & Ryan, 1985). While it didn’t mean that intrinsic 

motivation was the primary drives, intrinsic motivation inspired individuals’ behaviors 

which is a vital motivation for human function. Intrinsic motivation used to measure 

the free choice tests in Deci’s studies. The participants were asked to accomplish a 

tasks during a free choice time in the study. Through the study, Deci (1971) found that 

intrinsic motivation worked in a longer term of participants’ free choice time than 

those worked by extrinsic motivation. Enjoying and getting a fun from the job was 

described as job intrinsic motivation in setting a work (Deci & Ryan, 2000). Thus, one 

of the vital motivational factor applied in this current study is intrinsic motivation to 

be analysied the future career choices of undergraduates. 

2.3.1.2 Extrinsic motivation 

Extrinsic motivation was defined as implement something 

which was leading to separable outcomes by Deci and Ryan (2000). According to Deci 

and Ryan (2000), it means the rewards and encouragements of outside that were 

approved from task performs rather than enjoyment of actually carrying out the tasks. 

When it comes to extrinsic motivation, working rewards and payment were especially 

mentioned. They were a important motivator that could not be ignored when making 

decision on whether or not to participant a business (Gerhart 2004). Thus extrinsic 

motivation was contrasting side with intrinsic motivation, it often defined as activities 

that simply for enjoyment of activities themselves than their instrument values. 

Motivation of extrinsic was a construction that related to whenever the activities were 

going on so that to some separable outcomes. 

Extrinsic motivation is not only pay and money that the 

employees get from their work, but also salary in employees’ decision to receive or 

even reject a job offer which is according to the relevant researches by Rynes, Gerhart 

and Minette (2004). While there were the other scholars supported that work type, 

organization characteristics, improvement opportunities, job security and payment 
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were only a few of these percentages of career choices (Judge & Bretz 1992). Judge 

and Bretz (1992) also pointed that one of the most important factors that leaded to 

final job choice making decision that is opportunities of position promotion. In 

Jurgensen’s (1978) study which conducted about 35 years ago, it has concluded that 

payment, time and benefits were the top three important factors that should be 

considered when came to career choices. In recent year’s study, extrinsic factors had 

been defined as promotion, bonuses, job security, social status, stock option and 

gained sharing (Worley & Cummings, 2007) 

Above the current studies, bonus, payment were always used 

as advancement opportunities, monetary bonus and options as the first important 

extrinsic factors. The review of the present studies, advancement opportunities, 

monetary bonus and options had found to be vital factors of career choices. These 

factors of extrinsic motivation have a closely link when mentioned factors of career 

choices decision. During the process of choosing and deciding of career, extrinsic 

motivation were one of the most influentially motivation impacted on undergraduates’ 

career choices. 

 

2.3.2 Motivation theories 

There are vast number of motivation theories which can generally divided 

into 3 basic categories: content theories, process theories and reinforcement theories of 

motivation. 

Content motivational theories are a group of theories that try to indicate or 

point out what lead to individual make and keep such behavior or choice. Theories in 

this group are The Two Factors Theory of Herzberg and Need Theory of Maslow. The 

three dimensional theory by Carpenter and Foster (1977), and Beyon (1998) also is a 

content theories. These theories emphasize work, the challenge of work, the progress 

of work and responsibility of work and believe that good result, product from work 

will motivate the individual.  

Process motivational theories are kinds of theory that emphasize the 

thought that participate the motivation of a person to behave. These theories highlight 

various psychological process decision such as perception, work pattern, environment 

evaluation (Armstrong, 2003) and job selection and believe that those who are happy 
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to work or work with motivation will produce good work. In this group of theories, 

Vroom (1964) originally created expectancy theory and was been further developed by 

Porter and Lawler (1968). 

Reinforcement motivational theories that emphasize appropriate reward or 

punishment rather than analysis of motivation or the need of workers. Hence, behavior 

leads to reward and regards reward or gain is the variable that causes satisfaction in 

the work and product of the work. 

In this study, the researcher focuses on the content theories to investigate 

the relationship between motivation factors and the undergraduates’ career choices. 

The purpose of study is expert the factor in their internship content and study which 

factors affect the future choice of the undergraduate.  

From the theories that mentioned above, the study applied three 

dimensional theory by Carpenter and Foster (1977), and Beyon (1998) which was the 

most widely content theory. Conceptual frameworks are very important in the design 

of framework’s process which would be the focus point of the study as determinants of 

the three-dimension.It was showed that motivation and de-motivation at work rose 

from different factors and not only from opposing reaction to the same factors. 

Besides, main aim in this study is measure the relationship between 

intrinsic, extrinsic, interpersonal motivational factors and career choices.Carpenter and 

Foster (1977) and Beyons’ three dimensional theory which will be fully helping to 

explore the relation of career choosing and internal, external and interpersonal 

motivational factor and align with individuals. 

Thus, the three dimensional theory by Carpenter and Foster (1977), and 

Beyon (1998) are considered to use as the instrument which will present in the 

following part, because it almost covered all the dimensions that the researcher desired 

to measure and moreover it showed motivation factors which were relevant in 

integrating into the research topic. 
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2.4 Motivational factors affecting career choices 

Career choice implies students’ or recent graduates’ decision of selecting 

the occupation and professional field which fit best to their individual needs 

(Gokuladas, V.K., 2010). Apart of the competencies and skills self-assessment and the 

evaluation of career alternatives, the decision made refers to the field of activity and 

the employer profile to work for and is dependent to the individual preferences over 

alternative career options. 

There many factors influence the choice-making process of an individual 

while selecting the first career. These factors can be necessarily grouped under the 

category called perceptions. Perception has an important role to play in our lives since 

it is this perception that is going to influence future decisions. Therefore, it’s important 

to understand various perceptions of students that can influence their first decision 

with respect to employ ability. A longitudinal study explained that the perception of 

students in the streams is influenced by external factors like job market conditions, 

study related stress etc. (Elinor Edvardsson Stiwne, 2005). Information used by 

adolescents in making decisions about their future career includes attitudes and beliefs 

acquired during childhood, specific information provided by a number of sources like 

parents, siblings, other family members, family friends, peers, guidance counselors, 

teachers, school and public library resources, the mass media and government career 

centre (Julien, 1999). In the process of career development, individuals progress from 

uncertainty about their career options and plan towards a point of commitment 

regarding a specific career choice (Gottfredson, 1981). Inclusion of student responses 

is a result of the recognition that adolescents may be the best source for identifying 

their own needs and that including students’ perceptions could increase the accuracy 

of needs assessment results (Hiebert, 2001). 

These studies point to the fact that the decision of students with respect to 

their first-career-choice is influenced by many factors. While few studies have 

examined the factors that influence career choice. Previous studies have identified a 

number of varied factors that influence students’ career choice (Ginzberg, 1951; 

Super, 1957). Students’ ranking of factors influencing their career choice may differ 

across cultures, field of studies and industry (Gokuladas, V.K., 2010). Agricultural 

economics students’ career choice (McGraw, K., 2012) across industries is influenced 
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by previous professional experience, sector preference, career goals, skills and 

experience and job attributes (combination of intrinsic factors related to job 

responsibility and career advancement opportunities and extrinsic factors related to 

salaries). Indian engineering students first career choice (Gokuladas, 2010) is mostly 

influenced by intrinsic factors (in particular, training, professional development and 

career opportunities in engineering available within company, working conditions), 

while extrinsic factors (such as company brand, job security and remuneration) were 

less relevant; students from rural area are deeply affected by the factor of extrinsic and 

interpersonal when compared with urban area student for whom intrinsic factors are 

clearly prevailing. 

Willis(2009) concluded that career choice decision is the result of a 

combination of factors and values located in personal experience. Willis(2009) 

regrouped these factors and values under 4 categories: personal identity (gender, 

ethnicity), social (family, professional status, career myths), instrumental (financial 

security, job security, flexibility, autonomy, vocational training) and personal 

experience related factors.  

 

2.4.1 Three-dimension by Carpenter, Foster & Beyon. 

The most widely used classification in career choice studies is the 

three-dimensional framework by Carpenter, Foster (1977) & Beyon (1998). The three 

factors are: 

(1) intrinsic (working expectation, personal growth, achievement, 

stimulation, job interest, independence); 

(2) extrinsic (school policies, management structure, human relations, 

social status, materials and equipment, job security, working environment); and 

(3) interpersonal (family and peers) 

According to Carpenter, Foster (1977) & Beyon (1998), the career choice 

is dependent of three categories of factors: extrinsic, intrinsic and interpersonal.  

Intrinsic factor focus on the job content and the opportunities it provides 

for further training, career and professional development. The intrinsic factors include 

specific job related factors, such as authority and power related to the job (Bai, 1998; 

Aycan, 2003), working conditions and professional and career advancement 
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opportunities (Aycan, 2003, Gokuladas 2010), creativity and professional challenges 

incurred (Feton,1994), interest for a specific job, content of the work and satisfaction 

(Carpenter and Foster, 1977; Beyon, 1998), training and professional development 

opportunities (Gokuladas, 2010). Intrinsic factors can be combined in an overall 

measure of job enrichment. When people find that their jobs are more enriching, they 

are internally motivated and satisfied (Cummings& Worley, 2007). Intrinsic factors 

give a person an internal perceived locus of causality, which means that they are in 

charge of their own actions and behavior (Deci& Ryan, 2000). This, combined with a 

sense of autonomy (Deci& Ryan,2000), will make a job more attractive and 

motivating. 

Extrinsic factors are not inherent in the nature of the tasks or of the 

occupational role (Willis, 2009) and may include labor market conditions (Edvardsson, 

2005), employer brand, salaries and income, job security (Gokuladas, 2010), job 

availability, good remuneration and/ prestige of the occupation or job (Carpenter and 

Foster, 1977; Beyon, 1998).  

Interpersonal factors may include parental, family, relatives and friends 

and professors’ influence (Carpenter&Foster, 1977; Beyon, 1998, Gokuladas, 2010), 

early exposure to profession (Willis, 2009). Interpersonal Influence means effects of 

other peoples on a person’s decisions. Agrwala (2008) argue that part of relationships 

in construction of career choice has been ignored and further, suggest that has vital to 

discover the kinds of relationships that substance and why individuals relationships are 

important in career choice creating procedure. The empirical study on Indian 

management graduates conducted by Agrawala (2008) found that father applied the 

utmost influence on making career choice both male and female students. Auxiliary, 

mother has played an important role in making female students’ career choice 

decision. 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



Fac. of Grad. Studies, Mahidol Univ.  M.Ed. (Educational Management) / 27 

 

2.4.2 Intrinsic factors 

Working expectation 

Prior to starting any job, potential employees form 

expectations of what the job will be like. This anticipation of what will happen is 

preconceived, based on existing work and life experiences, career aspirations and 

dreams, and personal characteristics (Woods, 1993). It is important to understand the 

relationship that pre-entry expectations play in the career decision-making process. If 

retailers had a more concrete understanding of what Generation Y college seniors 

expect in their retail-related careers, they may be able to minimize the gap between 

met and un-expectations, and curtail the negative perceptions (low pay, long hours, 

dead-end jobs, inflexible schedules) often associated with a career in a service industry 

such as retailing (Knight and Crutsinger, 2003). 

College seniors today have well-formulated expectations 

regarding retail careers (Knight, 2006). In a study regarding retail work experience and 

industry expectations, Knight and Crutsinger (2003) found that those college graduates 

who were planning to pursue a career in retailing, and who were currently employed in 

retail stores (at least part-time) expected enjoyable work, a sense of accomplishment, 

good pay, and opportunities to develop new skills. 

However, more recent research has suggested that the majority 

of graduates still have unrealistic expectations about their future careers (Scholarios, 

Lockyer & Johnson, 2003). Expectations involve an element of assessment of the 

likelihood that an event, behavior or an outcome will occur. For example, 

Gorard(2012) define expectations as 'what an individual believes will happen in the 

future’. According to Mickelson (1990), expectations are concrete values indicating 

the empirical realities faced by students, i.e. how students think they will perform in 

reality given their socio-economic background in addition to their past and current 

academic performance. In congruence results in reality shock, reality shock occurs 

when a new employee’s expectations, established prior to joining an organization, 

differ significantly from what is expected (Dean, 1982). At least four major sources of 

expectations during pre-entry socialisation have been identified (Dean, 1982). Thus, 

expectations can measure different attitudes. Bohon(2006) have pointed out that 

expectations are determined by the perceived structure of opportunity within society. 
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In some cases and under certain conditions they might converge with the actual 

attainment, but in many other cases they are likely to diverge and have a different 

relationship to future achievement. 

Personal growth 

What are the skills a student should develop during an 

internship? To be able to verify if learners meet the standards that the industry has set 

for professionals, every bachelor and master trajectory in the Netherlands has a set of 

demands, or so called competencies. These describe skills that students need to have 

before they can graduate. A definition of the term competence is given by Mulder 

(2001) (as cited in Biemans, Nieuwenhuis, Poell, Mulder & Wesselink, 2004): 

“Competence is the capability of a person to reach specific achievements”. In light of 

education, students should have knowledge and cognitive, interactive and affective 

capabilities necessary to perform tasks in their envisioned profession, together with the 

right attitudes and affective capabilities (Biemans, 2004). In close relation to 

competencies, these competence-based approaches of education “usually start with a 

task analysis in which jobs are broken down into single tasks, resulting in skill-based 

instruction and training (Biemans, 2004). 

However, this does not always lead to successful 

competence-based education. According to Biemans (2004), the current culture of 

assessment for competencies heavily leans on behavior, whereas a holistic approach, 

in which the development of the student as a whole plays a central role, is much more 

preferred in a society where flexibility and self-directedness is expected from its 

workers. For this reason, a personal development plan or individual learning plan is 

commonly used in competence based education (Hamilton, 2009)  

Achievement 

Appreciation can be defined as“acknowledge the value and 

meaning of something an event, a person, a behavior, an object and feeling a positive 

connection to it”. When employees are appreciated, feel good about themselves and 

they have many things give to others, on the other hand when they are exhausted, less 

able to perform their job functions properly and performance level become worse 

(Fagley & Adler, 2012). 
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Job appreciation has a direct link with job engagement. It 

promotes development of trust between colleagues; they help each other‟s and 

maintain good relation for the benefits of organizational objectives. Organization can 

make success business operations through promoting job appreciation. On the opposite 

side, the employees and organization might be affected negatively because of 

employee’s negative emotions that can adversely affected workers morale (Fagley 

2012). 

Stimulation 

The employee stimulation has been given attention by 

management scholars because it has effect on organization and individual performance. 

However, on individual level, it is helpful for workforce to cope with professional 

challenges. For example, organization increases the salary with responsibilities. On the 

other hand, it is the hurdle for organizational and employee performance. For example, 

it cause hurdles for employees, turnover, increase absence, dissatisfaction and 

disengagement. Stress can be defined as “mentally or emotionally disruptive or 

upsetting condition occurring in response to adverse external influences” (Rosas, 

2011). 

Stimulation effect negatively on performance of employees. 

The organizations should realize that stimulation have serious consequences for 

organization and individual performance. Employee would be suffering with 

depression, disengagement, fierce attitude etc. absenteeism become increase when 

stress level rise up and sometimes being dismissed. Thus, employee turnover ratio 

becomes raise which is very costly and can delay operation of business. Even 

sometimes, workers lose their motivation and job satisfaction that make complication 

for them to continue participation with organizations and team. Thus the clear 

evidence shows for employee engagement with their jobs, stress should be decrease. It 

doesn’t mean stimulation should be totally eliminated, sometimes little stimulation 

require for achievement of task performance (Rosa, 2011).  

Job interest 

Interest can be defined as the things that hold one‟s attention 

or arouse one‟s curiosity (Sear & Gordon, 2002). Interests are a person‟s like or 

dislike and are characterized by the person‟s intensity of feeling about a subject or 
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things (Hooley, 2012). Interests are learned from parents, in school, from friends, and 

from your life long experiences.Theses personal reactions plus the feedbacks one 

receives about his performance help to shape and focus your interest.  

Interest can change, as we experience life and meet more 

people; we become interested in new things and discard some of our old interests. We 

also develop more complex thinking and understanding process, and we may even 

seek new interest and activities with hope of improving ourselves and making life 

more exciting (Hewitt, 2010). According to Hewitt (2010), interest has become the 

most important factors in determinant and measures of occupational selection. Most of 

us would like to work at something we enjoy. 

According to Sears and Gordon (2002), interest inventories 

have been developed to help identify interests and relate them to career and 

occupations. Interests inventories tall ranking for specific career and occupational 

preferences. Mayer (2008) recent research shows that interest, attitude, beliefs and 

self-efficacy also play a big role in motivation. Conley and French (2013) have 

concluded that by working towards an attainable goal, students will show higher levels 

of self-regulation. According to the Self-Determination Theory (SDT), self-regulation 

is an important aspect for personality development and motivation (Ryan & Deci, 

2000). In decades, researchers have been aiming to measure the many different aspects 

of motivation that influence student achievement. 

The importance of interesting work has been considerably 

increased from previous years. Interesting work makes a connection with nonphysical 

force (interesting working environment) that provides an employee a feeling of 

happiness. Interesting work is source of connection and social relations with 

coworkers and fulfillment of the organizational task without any conflict. 

Organizations those are value- based better able to know their workers mind and know 

how to build organization and make reach to the aim of mission (Saks, 2011). 

Zing (2007) research concluded that personal liking of an 

individual towards a particular subject contributes in his career selection decision. 

Shertzer and Stone (2003) found that interest depicted by students in some subjects 

will mostly lead to the better examination performance and selection of profession in 

the same direction. Edward and Quinter (2012) investigation disclosed that an 
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individual’s proclivity towards a particular field or subject, its predilection for a 

particular job and match between his personality and selected professions is an 

important factor contributing in career path.  

Independence 

The meaning with independence is stated or quality of being 

independent; In the other words is freedom from dependence, exemption from reliance 

on, or control by others, self-subsistence or maintenance and direction of own affairs 

without interference. High-ability independence students may have more career 

concerns that are different from those of other students (Gordon, 1992). Independence 

always related the high efficient in the occupational condition. With the independence, 

the employees could face with the problem by their own which get more experience, 

confidence and even get new ideal under the situation. They prefer to put their own 

ideals in the work as to feel more flexible and enjoyable in the work. 

 

2.4.3 Extrinsic factors 

School policies 

Policies help define rules, regulations, procedures and 

protocols for schools. All of these are necessary to help a school run smoothly and 

safely and ensure that students receive a quality education. 

Policies are important because they help a school establish 

rules and procedures and create standards of quality for learning and safety, as well as 

expectations and accountability. Without these, schools would lack the structure and 

function necessary to provide the educational needs of students. Ultimately, policies 

are necessary to the success and safety of a school. 

Excessive teacher turnover can be costly and detrimental to 

instructional cohesion in schools (National Commission on Teaching and America’s 

Future, 2003). Consequently, many policies, such as mentoring programs and retention 

bonuses, have aimed to stem teacher attrition, particularly at those schools that 

experience high teacher turnover.  
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Management structure 

Hersey and Blanchard have defined management as working 

with individuals and through individuals and groups in order to achieve organizational 

goals. According to this definition, management is exercised in all organizations, 

whether commercial, educational, political, in hospitals or even in the family 

(Allagheband 1996).“Management is a collection of processes through which material 

and human resources required to achieve objectives are provided and in this way 

influence on behavior of employees becomes effective” (Pardakhtchi 1998).  

Principals tend to have the most influence on school life 

(Darmody & Smyth, 2013). They play a key leadership role in establishing a positive 

school culture or ethos (Habbeger, 2008; The Wallace Foundation, 2013). The 

commitment of school principals and members of the school management to 

promoting diversity has also been found to be successful in developing global citizens 

(Knight and Benson, 2013). The activities of a school principal that impact the culture 

of the school include building vision and setting direction, supporting the staff, 

redesigning the organisation and managing the teaching and learning program, 

creating conditions in which other school staff are encouraged to assume leadership 

responsibilities, promoting teamwork and collaboration among school staff and wider 

range of stakeholders (Leithwood, 2008; McLeskey, 2011; European Commission, 

2015b).  

Ladd’s (2009) finding is in keeping with other research that 

also finds effects of school leadership. In a meta-analysis of 70 empirical studies, 

Waters, Marzano, and McNulty (2003) find the average effect size of school 

leadership, broadly defined, on student achievement to be approximately 0.25. The 

school leadership effects in the studies they reviewed operated via a variety of 

mechanisms - including building a sense of community, establishing school routines, 

providing teachers with necessary resources, and advocating for the school to 

stakeholders. Leithwood, Seashore Louis, Anderson & Wahlstrom (2004) and 

Hallinger (2005) similarly conduct reviews of the literature on how school leadership 

impacts schools and conclude that leaders tend to impact student learning through their 

influence on school staff and structures. 
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Human relations 

Berman (2002) define workplace friendship as “nonexclusive 

voluntary workplace relations that involve mutual trust, commitment, reciprocal liking 

and shared interests and values”. WF is a phenomenon that is beyond mere behaviors 

engaged in friendly ways among people in an organization; there should be “trust, 

liking, and shared interests or values” rather than being only mutual acquaintances 

(Berman, 2002).  

Hamilton (2007) also suggested that when in a friendship at 

work, people might feel comfortable with their workplace friends and reduce feelings 

of insecurity and uncertainty. They also share more information and empathies with 

workplace friends about work-related problems and concerns. Dotan (2007) suggested 

that when employees have trustful friends at work, they can get help or advice from 

their friend co-workers and, therefore, gain feelings of security, comfort, and 

satisfaction with their job at work. Also, employees in friendship tend to engage in 

altruistic behaviors by providing co-workers with help, guide, advice, feedback, 

recommendation, or information on various work-related matters (Hamilton, 2007). 

Coworkers' relationship contained in an organization is a type 

of interpersonal relationship based on two concepts: the leader-member relationship 

and coworkers' interactions.On the subject of the relations between coworkers' 

relationship and job satisfaction, Ducharme and Martin (2000) conducted a large-scale 

investigation on the problem relating to job satisfaction issues targeted on the 

employees of international service providers. The studies found that the factors of 

work group interactions and coworkers' support have significant positive correlation to 

job satisfaction.  

Liao (2008) and Weng (2010) also indicated that trust in the 

leaders and coworkers affect the rate of job satisfaction, while the relationship 

between the leaders and the subordinates reveals the level of confidence, trust, and 

respect from the subordinates to the leaders.  
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Social status 

In response to the developing critique of traditional 

conceptualizations of social class, especially in the vocational psychology research, we 

sought to extend further the work of Blustein (2002) and Ali (2005) on the relation of 

social status to career decision- making processes and self-efficacy, as well as to 

answer others’ (Brown, 1996; Fouad & Brown, 2000; Liu, 2004) calls to explore in a 

more sophisticated way the relation of social status to vocational behavior. Specially, 

the relation of social status, assessed multi-dimensional according to the model 

proposed by Rossides (1997), to career decision self-efficacy and career choice 

certainty is explored.  

Career decision refers to a person’s condence in completing 

career decision-making (CDM) tasks (Taylor & Betz, 1983). Further, in accord with 

the suggestions of Liu (2004) and Ali (2005), the possibility that career decision 

self-efficacy mediates the relation between social status and career choice certainty is 

examined. 

Materials and equipment 

Many factors affect the teaching and learning of practical 

subjects. One of such factors is the availability and utilization of tools and equipment. 

Tools and equipment for teaching are the educational resources that are available in 

schools that can be used to achieve educational goals and objective (Adeogun, 1999). 

These include workshops, equipment and tools. These tools and equipment influence 

the academic performance of students and prepare them for useful living. 

The importance of these equipment cannot be overemphasized 

that was why tools and materials help the teachers to teach more effectively or acquire 

better skills that enable the students to learn more readily. Onyeyemezi (1985) posits 

that teaching aids are those material devices, and techniques that help the teachers to 

make his/her job realistic. While Orebanjo (1999) explained that well trained, 

qualified and devoted teachers use aids to help students in various aspects of learning. 

Thus the availability and utilization of tools and equipment 

deserve serious attention for effective teaching and learning of garment making. Eze 

(2005) posited that to give training that will have impact on students, require an 

effective utilization of tools and equipment.  
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Job security 

Job security is a well-known topic that has been discussed by 

previous researchers. It is an important factor because it has an influence on workers 

job attitude. It is defined as “the perceived powerlessness to maintain desired 

continuity in a threatened job situation”. It is interesting to know that it is related with 

the emotions of human being. Some studies have used a stress theory attitude for job 

insecurity and consider it stressful because it is a risk itself. Therefore, it is considered 

to be a job stress or factor with negative consequences for workers. Further reported, 

during the short term downsizing period, they noticed the negative reaction of workers 

but after a longer time period same attitude became better (Sora, 2009). 

The security of job is very important for the employee 

regarding job engagement. Insecurity of job reduces the benefits of job. Insecurity of 

job is harmful for the productivity of organization. It is a threat to the resources of 

organizations. Sora(2009) illustrates “employment is valuable resource people strive to 

retain, protect, build and what is threatening to them is actual loss of these resources.” 

Working environment  

Environment plays a significant role in the career position the 

student attains in many ways. The environment that is spoken about here is a factor 

that is used to nurture decisions in career choice. Gender, for example has played a 

significant role in this environment. In a statement released to the press on the thirtieth 

anniversary of the Title barring of the sex discrimination, Marcia Greenberger (2002) 

of the National Women’s Law Center stated that boys are still being steered toward the 

traditional ‘male’ jobs, which are higher paying. Girls are still expected to cluster into 

the traditional fields of cosmetology, childcare, and other similar jobs. While it should 

be noted that lawsuits were filed in these cases, not all states were guilty of gross 

failure on the part of technical school to desegregate the jobs to both of the genders. 

For students to provide themselves with answers to career 

choice questions, decision-making has become a tool to form career choices. Kroll 

(1970) cited Super’s own research, which indicates that the decision making process 

concerning one’s career is not so much a function of the information amassed to the 

individual, but more the process of maturity and planning.  
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2.4.4 Interpersonal factors 

Family 

"Family background factors found to be associated with career 

development include parents' socioeconomic status (SES), their educational level, and 

biogenetic factors such as physical size, gender, ability, and temperament" (Penick & 

Jepsen 1992).Family processes of interaction, communication, and behavior influence 

what the child learns about work and work experiences. Attitudes about school and 

work, educational and career goals and aspirations, and values have a long-term 

impact on a youth's career choices, decisions, and plans. "Parents as daily models 

provide cultural standards, attitudes, and expectations and, in many ways, determine 

the eventual adequacy of self-acceptance and confidence, of social skills and of sex 

roles. The attitudes and behaviors of parents while working or discussing their work 

are what the children respond to and learn" (De Ridder, 1990). 

The Family Influence Scale (FIS) also captures four distinct 

types of support from family, including financial, informational, and emotional 

support, but also assesses the perceptions of familial expectations about career choices 

(Fouad, 2010). 

Since it is more likely that people look for assistance within 

their family structure, at least initially, it is critical for counseling psychologists to 

have a better understanding of the influence that family has on career development so 

that they might facilitate positive decision making (Whiston & Keller, 2004). In 

Bowlby’s (1982) attachment theory, drawn from family systems theory and its 

influence on career and life planning, Bratcher’s (1982) perspective on family’s 

myths, rules, and boundaries and their likelihood to affect the individual’s career 

development, and Ulrich and Dunne’s (1986) emphasis on family dynamics in terms 

of work changes. 

Peers 

There are many people in a student’s life who can influence 

their career decisions. Most of the time, peers and friends play a large role, peer and 

friends are important aspect of socialization process and their influence and pressure 

has also received wide acknowledgement in shaping and molding the course of an 

individual life. 
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Peer support and peer tutoring may help students feel more 

comfortable in a classroom, and thus motivate them to actively engage in music 

making and performance (Burnard, 2002; Hall, 2005). Conversely, peers’ refusal or 

failure to appreciate and recognize each other’ s accomplishments may create 

discomfort and hinder students’ success in the classroom (Howe & Sloboda, 1992). 

Finnas’ study (1989) revealed that both actual and perceived peer pressure may change 

students’ behavior so that to change the career decision. 

While, the pressures from the peers have been found to have a 

strong impact on students’ career aspirations and career choice. The literature reveals 

that beliefs about self are influenced by the messages conveyed by others (Bandura, 

1997). For example, Baker and Leary (1995) report that when girls have a friend that 

is studying in science, they become more positive and hold less stereotyped views of 

science and science-related careers. Stake (2005) also states that girls do not feel 

appreciated and accepted when they have few positive science experiences with their 

peers and this makes them think that science will not be rewarding as a future career 

for their life. 

 

 

2.5 Related research 

 

2.5.1 Motivational factors influencing career choice 

According to review studies motivational factors, we found the mostly the 

researchers use motivational factor to dependence variable and at least to use 

motivational factor to independent variable. Motivational factors were generally 

divided to three part, there were intrinsic factor, extrinsic factor and interpersonal 

factor which in different aspects influenced career choice, 

2.5.1.1 Intrinsic factor influencing career choice 

Gokuladas (2009) studied the factors that influence first-career 

choice of undergraduate engineers in software services companies during a south 

Indian experience to identify how undergraduate engineering students differ in their 

perception about software services companies in India based on variables like gender, 

locations of the college and branches of engineering. This study was found that 
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Decisions of engineering students with respect to their first-career choice are mostly 

influenced by intrinsic reasons than extrinsic or interpersonal reasons. While male 

students are greatly influenced by intrinsic reasons, female students are more 

influenced by extrinsic reasons. Students belonging to different locations and different 

branches of engineering have varying reasons for accepting a job offer. 

Foula & Michael (2013) studied the courses and careers: 

measuring how students’ personal values matter to investigate measuring personal 

values by testing the relevance of the original nine personal values in the List of 

Values scale in the situation-specific context of higher education in relation to 

student’s educational choices in pursuing particular career pathways. It was found that 

a two-factor personal values importance scale of internal values is a valid and reliable 

psychometric diagnostic tool leading to better understanding of choice behavior in an 

educational context. Business students reported both internal and external values as 

important; however, science, engineering and technology, and design and social 

context students perceived internally oriented values more aligned to their program 

choice. 

Zeynep & Selda (2003) studied the relationship of career 

choices, job selection criteria, and leadership preferences in a transitional nation: the 

case of Turkey.It was explored the factors that influenced Turkish university students’ 

career choices, job selection criteria, and leadership preferences. Findings revealed 

that for the entire sample, having power and authority, peaceful work environment, 

opportunity for career advancement, and pay were the most motivating factors in job 

selection, whereas close supervision and guidance, praise from supervisor, feedback 

on performance, and sense of belonging were the least  motivating ones. Charismatic 

leadership was found to be the most preferred style followed by participate, 

paternalistic, and bureaucratic styles. Career choices were mostly affected by intrinsic 

factors, whereas interpersonal factors were least influential. 

Muhammad & Nosheen (2014) studied the factors inducing 

career choice about comparative study of five leading professions to identify major 

factors which induce Pakistani graduates while making their career choice. Using 

principal component analysis, the items were grouped into five factors and were 

labeled as growth opportunities, occupational charm, self-esteem, societal inspiration 
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and work related factors. It was found that significantly varied especially for medical, 

management and pharmacy professions and differed from previous investigations, 

illuminating the contextual importance of career choice factors. In terms of gender, 

females seemed more socially inspired as compared to their male counterparts while 

making a career choice. 

2.5.1.2 Extrinsic factor influencing career choice 

Laura, Ramona & Cristian (2016) studied the factors 

influencing career choice as the Romanian business and administration students’ 

experience to be a case. It was found that extrinsic factors are significantly influencing 

career choice of business and administration students. Results are relevant for the 

university management: successful integration of graduates is becoming part of the 

quality assurance for any university. Accurate knowledge about factors influencing 

students’ career choice is needed to university staff so that to design and implement 

tools to support students to make the “right” career choice and to contribute to 

sustainable insertion of its graduates to the labor market. Thus, university staff has to 

identify perceptions and factors influencing students’ career choice so that to design 

and implement tools to support students’ career development. 

Farid & Zineb (2011) studied extrinsic factors influencing 

career choices of dental students to investigate the factors that motivate dental students 

to choose dentistry as a career. A questionnaire-based survey involved 752 dental 

students. It was found that dentistry had a noble function “job opportunities” 

determines career choice among Moroccan dental students. Another result that 

emerged from the study is that men were motivated by working conditions factors. In 

brief, the results of the present study can be used by health policy makers to persuade 

students to pursue dentistry as a career. 

Sarah, Phillip & Karen (2017) studied pharmacy career 

deciding of how to make choice a ‘good fit’ so as to explore factors influencing career 

deciding among pharmacy students and graduates. It was found that participants’ 

described making a “good fit” between themselves, their experiences, social network 

and pharmacy. Central to a coherent career deciding narrative were: having a job on 

graduation; and the instrumental advantage of studying a vocational course. However, 

the findings were relevant to those interested in understanding students’ motivations 
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for health care careers, since the results suggested that making a “good fit” described a 

general process of matching between a health care career and personal experience. 

Shaheen & others (2013), did the research with the population 

of 50 respondents to examine the factors that affected university member’s work 

motivation in Kotli, the results showed that most of them were in low level of work 

motivation because of the low salary. They also found that a good number of 

academicians were not motivated because of management system and policies.That 

meant the extrinsic factor made a important influence on work. 

2.5.1.3 Interpersonal factor influencing career choice 

Veronica (2007) studied that the influences of parents, 

teachers, peers and other factors on students’ motivation in music. The study identified 

the interpersonal factors that might contribute to shaping students’ interest and 

persistence in music over time, and explored the nature of the relationships among 

these factors. It was found that students whose parents were involved in music and 

supportive of their children’ musical participation developed better self-concepts in 

music, consequently felt more comfortable in choir academically and socially, valued 

music more, and as a result developed higher motivation to participate in various 

musical activities in the future. The strongest direct predictor of musical intentions 

was value of music. 

Jakub & Krzysztof (2014) studied that motivation towards 

medical career choice and future career plans of Polish medical students to investigate 

Polish medical students’ career choice motivation, factors influencing specialty 

choices, professional plans and expectations. It was found that family reason was the 

main motives for choosing a medical career. The motives remained stable over time. 

The effect of interpersonal motivation was stronger at the end of the study, with 

females’ rating higher. The most favored career paths were associated with 

non-primary care specializations and work in a hospital. 

Nopparat (1997) studied the relationship between personal 

factors, motivation, with work satisfaction of department chief, health promotion of 

community hospital. It was found those personal factors: ages, education, work 

experience, rank, and salary were not directly related to work satisfaction. On the other 

hand, motivation that could forecast the work satisfaction was motivation in work 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



Fac. of Grad. Studies, Mahidol Univ.  M.Ed. (Educational Management) / 41 

 

accomplishment, getting a respect from colleague, duty assignment, responsibility, 

welfare, extra payment, communication system and stress from working. 

The revision of the studies above found those extrinsic factors, 

intrinsic factors and interpersonal factors of social status, job security, working 

environment, job interest, working pressure, personal expectation and family influence 

of these groups significantly related with career choice. On the other hand, the 

personal factors of age, marriage status, work duration did not directly relate to career 

choice for the undergraduates student. From those reasons, the hypothesis of this study 

is that motivational factors are influence to occupational choices among the 

undergraduate students. 

 

2.5.2 Career change-related research 

Trames (2005) studied the factors the influence of the participation in early 

retirement program among government saving bank employees. It demonstrated that 

the factors of family responsibility were the highest influence. The following were 

factors of job description, working units. The third was relationship between colleague 

and subordinate, the respect of colleague. The last were opportunity of promotion, 

position, the level of salary. Moreover, factors influence to the decision of program 

participation that were convincing of bank managers, work duration, current receiving 

welfare, work capability and job security were studied. 

Loscertales (2007) studied the individual career advancement about the 

role of organizational factors. It demonstrated that career advancement opportunities 

would drive employees’ motivation and commitment towards their organization as this 

can be observed within the organizations.  

Chuang & Dellmann (2010) studied on “Career decision making and 

intention: A study of hospitality undergraduate students.” They found that the 

undergraduate career decision making are largely influence by their faculty, parents 

and employer or co-workers that are in the same field of work. 

Pollock & Ted (2006) studied on the trend of create job interests, it proved 

that those employees who are interested in their job are more reliable and more 

productive. When an employee has high productivity, this may lead to job satisfaction. 
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Furthermore, during the interest stage, children are easily influenced by information 

about the world. 

Walsh& Heppner (2006) studied on career counseling for women. They 

particularly concerned with specific cognitive factors that mediate the learning 

experiences guiding career behavior. They also mentioned the importance of 

interrelationships of interest, abilities and the paths by which contextual and individual 

factors will influence career choice. 

Stebleton (2007) did a study on “Career counseling with African 

immigrant colledges: theoretical approaches and implications for practice.” Based on a 

study by Stebleton (2007), it was shown that students were believed to be influenced 

by external factors such as work experience and person’s life when made career 

decision. Employees with work experience would influence their perceptions of work 

which could reach effectiveness. 

Mariia (2017) studied on “Improving recruitment, selection and retention 

of employee.” The purpose of this study was on biography of the staff and the staff 

recruitment unit that influence psychological process that resulted on the intention for 

resignation. Studied population was the blue-collar staff with less than one year of 

work experience. He found that personal expectation factors satisfied with the job and 

have a significantly low intention for resignation. 

David (2014) studied the analysis of factors related with workforce 

turnover of bank employee to demonstrate the job resignation. The eight studied 

variations were work satisfactions, appreciation in organization, work anticipation, 

anticipation attaining, work intention for organization, the though of reward 

importance, personal descriptions and factors that not involve with work. It revealed 

that the work intention for organization and the though of reward importance were the 

first two variations that highly related and the followings were anticipation attaining 

and work satisfactions. 

Agezegn & Tefera (2014), did a study on “factors influencing job 

satisfaction and anticipated turnover among nurse in public health facilities.” Found 

that factors influencing job changing of nurses were differences in personal matter, 

type of work, job satisfaction and acknowledge on job changing. All this factors had 

significant statistical relation of 0.01. 
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From these researches review concerning job changing, job resignation 

were resulted from job characteristics, expectation, achievement, environment, family 

factors and many related factors. It’s obvious that these intrinsic factors, extrinsic 

factors and interpersonal factors were directly or indirectly related to the career 

choices of the Liberal Arts Faculty undergraduate students in Huachiew 

Chalermprakiet University of Thailand.  
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CHAPTER III 

RESEARCH METHODOLOGY 

 

 

This chapter is designed for the explanation of the methods used to study 

the relationship between motivational factors and future career choices of the 

undergraduate students in Huachiew Chalermprakiet University of Thailand. The 

chapter were explained in the following sequences: 

3.1 Research Design 

3.2 Population and Sample 

3.3 Research Instruments 

3.4 Quality of Research Instruments 

3.5 Data Collection 

3.6 Statistics and Data Analysis 

 

 

3.1 Research design 

This study was used quantitative approach to study the relationship 

between motivational factors and future occupational choices of the undergraduate 

students in Huachiew Chalermprakiet University (HCU) of Thailand. Questionnaire 

would be used as a tool in collecting data. 

 

 

3.2 Population and sample 

 

3.2.1 Population 

The population in this study are 402 undergraduate students of the Faculty 

of Liberal Arts in Huachiew Chalermprakiet University who will complete their 

university education in 2018, before the graduation they will have for one term 
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internship in the fourth academic year of 2017 (MAY 2017- November 2017). The 

undergraduate students are active and fully serve at the academic internship excluding 

others who are on leave for study in Thailand or temporarily transfer to the academy. 

 

3.2.2 Sample size 

The samples of the study was calculated from the population of 402 

undergraduate students in the Faculty of Liberal Arts in Huachiew Chalermprakiet 

University of Thailand, and came out the total sample size for this study consisted of 

201 undergraduates. This calculation was based on the formula by Taro Yamane 

(1967). The calculation was as following: 

 

n = N / 1 + Ne² 

 

N (population size) = 402 

e (sampling error) = 0.05 

n (sample size) = 201 

 

With stratified random sampling determining the undergraduates from the 

faculty of Liberal Arts in HCU. 

 

3.2.3 Sampling method 

The stratified random sampling was used to select the undergraduates from 

the faculty of Liberal Arts in HCU. The sample for each undergraduate students’ 

majors as show in table 3.1 

In each of these majors will select to be sample with stratified random 

sampling. There were 139 internship undergraduate students from Chinese major to be 

population and through the calculation formula by proportional sampling, there were 

70 students to be stratified random sampling. 127 internship undergraduate students 

from Chinese Language Culture major, there were 63 students to be stratified random 

sampling through proportional sampling formula. Moreover, there were 136 internship 

undergraduate students from English-Chinese International major and the calculated  

results for stratified random sampling were 136 students. Thus, there were totally 201  
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internship undergraduate students to be sampling and they would be selected by 

stratified random sampling method from each of the group. 

 

Table 3.1 Population and sample size from each majors in the faculty of Liberal Arts 

Name of Major Population Sample 

Chinese 139 70 

Chinese Language Culture 127 63 

English-Chinese International Program 136 68 

Total 402 201 

Source: Statistical from the Faculty of Liberal Arts of HCU 

 

 

3.3 Research instruments 

The data collection instrument for this research was questionnaires which 

consisted of three parts. 

Part 1: This part consists of personal information of the sample such as 

age, gender, educational level, major and working experience.  

Part 2: This section is intended to obtain motivational factors of 

undergraduate students in the Faculty of Liberal Arts in HCU such as intrinsic factors, 

extrinsic factors and interpersonal factors. 

Part 3: Career choice scale about the undergraduate students’ career choice 

that intend to continuing take their major to be a occupation or give up the major to 

work in other areas. 

The Motivation Questionnaire (MQ) based on cover key areas in 

motivation frameworks based on the tri-dimensional model of extrinsic, intrinsic and 

interpersonal factors from Carpenter and Foster (1977), and Beyon (1998) which used 

in Part 2. The questionnaire is designed for work and occupational applications - 

recruitment, training, team building, coaching, and counseling to help individuals 

understand and explore the conditions that increase or decrease their enthusiasm and 

motivation at work. The questionnaire classified motivational effect into five levels, 

those are strongly agree, agree, neutral, disagree and strong disagree. The questions 
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pointed to different motivation factors’ effect on working which were different on 

individuals. This also provided an in-depth profile of the factors that tend to motivate 

and demotivate the individuals and explained some reasons for the future occupational 

choices. This questionnaire composed of three variations factors, which were intrinsic 

factors, extrinsic factors and interpersonal factors. There are 6 intrinsic factors, 7 

extrinsic factors and 2 interpersonal factors. Each factor comprises four questions total 

of 60 questions. The total of 60 items were used for measuring the influence of each 

motivation factor and evaluating the extent to which the individual’s current job 

matches their motivation needs and preferences as shown in the table 3.2. 

For the internship undergraduates’ career choice, there are 15 items were 

constructed for measuring and interpreting of undergraduates’ career choice that the 

students intend to take their major to be a career or translate to work in other areas, 

which identified different levels of career choice in Part 3. The items were adopted 

and adapted from the dissertations of by predictors of non-traditional career 

self-efficacy.In Part 3, that will be given a clear answers by the fourth years’ 

internship students for their future career choice to prefer to working in their current 

major areas or change to other areas. Through the scale of career choice, it will be 

revealed that the trend of level for internship undergraduate students’ career choices in 

the future. These 15 items were used for measuring the career choice scales’ level. 
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Table 3.2 Components of motivation factors 

Motivation Factors Components of 

Motivation Factors 

Item Number Total Item 

 

 

Intrinsic Factors 

Working Expectation 1-4 4 

Personal Growth 5-8 4 

Achievement 9-12 4 

Stimulation 13-16 4 

Job Interest 17-20 4 

Independence 21-24 4 

 

 

 

Extrinsic Factors 

School Policy 25-28 4 

Management 29-32 4 

Human Relations 33-36 4 

Social Status 37-40 4 

Materials and Equipment 41-44 4 

Job Security 45-48 4 

Working Environment 49-52 4 

Interpersonal Factors Family 53-56 4 

Peers 57-60 4 

Total 15 1-60 60 

 

For Part 2 and Part 3, each item was rated using a 5-point Likert scale with 

the values beginning from 5 indicating “Strongly agree” and 1 as “Strong disagree” as 

shown in the table 3.3 

 

Table 3.3 Measurement scale of MQ motivation level 

Frequency of MQ motivation level Score 

Strong disagree 1 

Disagree 2 

Neutral 3 

Agree 4 

Strongly agree 5 
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The interpretation of the mean of fact level was employed using the 

following Best’s Criteria (1977). The score of the answer were classified into 5 levels 

which was considered from the score of items and classified into range of means to 

measure lowest to the highest level. 

(Highest score－Lowest score) / Number of levels ＝ (5－1) / 5 ＝ 4 / 5 

＝0.80 

 

Table 3.4 Interpretation of the range of mean scores in motivation factors 

Range of Mean Score Level of motivation factors’ influence 

1.00-1.80 Lowest 

1.81-2.60 Low 

2.61-3.40 Moderate 

3.41-4.20 High 

4.21-5.00 Highest 

 

For Part 3, each item was rated using a 5-point Likert scale with the values 

beginning from 5 indicating “Strongly agree” and 1 as “Strong disagree” as shown in 

the table 3.5 

 

Table 3.5 Measurement scale of career choice level 

Frequency of MQ motivation level Score 

Strong disagree 1 

Disagree 2 

Neutral 3 

Agree 4 

Strongly agree 5 

 

The interpretation of the mean of fact level was employed using the 

following Best’s Criteria (1977). The score of the answer were classified into 5 levels 

which was considered from the score of items and classified into range of means to 

measure lowest to the highest level. 
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(Highest score－Lowest score) / Number of levels ＝ (5－1) / 5 ＝ 4 / 5 

＝0.80 

 

Table 3.6 Interpretation of the range of mean scores in level of career choice  

Range of Mean Score Level of motivation factors’ influence 

1.00-1.80 Lowest 

1.81-2.60 Low 

2.61-3.40 Moderate 

3.41-4.20 High 

4.21-5.00 Highest 

 

 

3.4 Quality of research instruments 

 

3.4.1 Validity of questionnaire 

The content validity was rectified based on the three experts’ Item Object 

Congruence (IOC). The experts from the thesis committees who examined the 

correction and appropriation of content coverage, language and relevancy of the 

objectives of the research, particularly in relation to motivation factors influence on 

undergraduate students’ occupational choices. Modifications and improvement of the 

questionnaire based on the experts’ feedback and suggestions before conducting 

reliability test. Items with score between 0.66-1.00 were employed for this study. 

 

3.4.2 Reliability of questionnaire 

After modification of the questionnaire, a draft version of the questionnaire 

was tested during a pilot phase on 30 persons in March 2018 before the final version 

of the questionnaire was developed. The set of examination of questionnaires was 

given to 30 undergraduate students who had the same properties as the sample group 

and were not included. The data collected were calculated for reliability using  in the 

sample group. Cronbach’s Alpha Coefficient (1970) for each question. The research 
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will ascertain the standard reliability of the questionnaires either by revising or 

deleting the items. The Cronbach’s Alpha Coefficient was used for reliability test. 

 

Table 3.7 The Cronbach’s Alpha Coefficient was used for reliability test 

Components Reliability test 

Intrinsic Factors .83 

Extrinsic Factors .79 

Interpersonal Factors .85 

Total .82 

 

 

3.5 Data collection 

The data from the sample population was collected by using questionnaire 

with the procedures as follows: 

3.5.1 The research was seek approval from both Department of Education, 

Faculty of Social Science and Humanities and Graduate Studies, Mahidol University 

with the official letter for permission. 

3.5.2 After the approval letter issued by the authority, the set of 

questionnaires were distributed to the undergraduate students, who were selected using 

simple random sampling. 

3.5.3 The questionnaires were collected from the undergraduates after two 

weeks from the date of questionnaires’ distribution. 

3.5.4 The data collected by the questionnaires was then analyzed and 

processed. 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



Wenyi Liao  Research Methodology / 52 

3.6 Statistics and data analysis 

Data obtained from the questionnaires were checked for completeness 

before analysis, coding and recorded into the diskette and processed electronically 

using computer application software for The Social Science Program so as to find out 

the descriptive and inferential statistics as follows: 

3.6.1 Descriptive statistical analysis was used to study the general 

characters of the population, extrinsic, intrinsic and interpersonal factors on motivation 

by frequency and percentage. 

3.6.2 Descriptive statistical analysis was used to analyze the levels of 

motivation factors and occupational choices by mean and standard deviation. 

3.6.3 The prediction of motivation factors on undergraduates’ occupational 

choices was analyzed by Pearson Moment Correlations and Multiple Regress Analysis 

(MRA). 
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CHAPTER IV 

RESULTS 

 

 

This section of the research will be present the statistical analysis of the 

data in this study. Descriptive statistics will be presented for the scales used in this 

study as well as for the demographic in formation. The analyses are based upon the 

undergraduate students of the Faculty of Liberal Arts in Huachiew Chalermprakiet 

University who will graduate their university education in 2018 (n=201). 

To evaluate the hypotheses of this study, correlation analysis were used to 

identify relationship between each of the hypothesized constructs and hierarchical 

regression analyses was used to identify predictive relationships and moderation 

effects between constructs. For the analyze to test each hypothesis such as intrinsic 

factors of motivation correlate with career choices, extrinsic factors of motivation 

correlate with career choices and interpersonal factors of motivation correlate with 

career choices, the statistics that would be presented in the part of Motivation Factors 

Affecting Career Choices. The findings were divided and presented in four sections as 

following. 

4.1 Socio-Demographic Characteristics of the Participants 

4.2 Descriptive Results of Independent Variables 

4.3 Level of Career Choice of the Participants 

4.4 Analysis of The Motivation Factors Affecting Career Choices 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



Wenyi Liao  Results / 54 

4.1 Socio-demographic characteristics of the participants 

 

Table 4.1 Number and percentage of participants 

Socio-Demographic Characteristics Number Percentage 

Age  

20 years old 

21 years old 

22 years old 

23 years old 

Min=20; Max=23; 

M=21; S.D.=0.743  

 

20 

103 

65 

13 

 

10.00 

44.90 

38.70 

6.40 

Gender                   

Male 

Female 

 

48 

153 

 

23.90 

76.10 

Educational Level        

Bachelor 

 

201 

 

100.00 

Major 

Chinese 

Chinese Language Culture 

English-Chinese International 

Program 

 

70 

63 

68 

 

34.90 

31.30 

33.80 

Year of Intern Experience    

2017 

 

201 

 

100.00 

 

Table 4.1 presents descriptive statistics calculated for the whole sample of 

the Faculty of Liberal Arts in Huachiew Chalermprakiet University. The statistics 

included the number of responses, frequencies, percentage, means and standard 

deviations of the participants’ demographic information. This research explores the 

feedback from the Faculty of Liberal Arts’ undergraduate students in HCU. 

Participants included in this research totally were senior Bachelor Degree students 

who were graduated in 2018 academic year and used to joined their internship during 

2017 academic year. The mean age of the total sample was 21.33 years. There were 
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23.9 percent of participants was male and over half of participants were female, they 

occupied 76.1 percent. The majority of the participants fell in the age group of 21-22 

years old (83.6%). Especially, at the age of 21, the participants occupied 44.9 percent 

which was the highest part than the other ages’ parts. Out of the total participants, 34.9 

percent of them major in Chinese, 31.3 percent major in Chinese Language Culture 

and 33.8 percent’ major was English-Chinese International Program. 

 

 

4.2 Descriptive results of independent variables 

 

4.2.1 Working expectation 

 

Table 4.2 Number and percentage of working expectation level 

Scale Number Percentage 

Lowest 0 0.0 

Low 1 0.5 

Moderate 21 10.5 

High 112 55.7 

Highest 67 33.3 

Total 201 100.0 

 

Table 4.2 presents descriptive statistics calculated for information about 

working expectation level. Through calculated, there were 55.7 percent (n=112) of 

respondents having high working expectation and 33.3 percent (n=67) of respondents 

had the highest working expectation, for the moderate and low levels of working 

expectation, which are 10.5 percent (n=21) and 0.5 percent (n=1). While, there is no 

respondent choosing the lowest level of working expectation. 
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Table 4.3 Mean, standard deviations and level of working expectation 

Items Mean S.D. Level 

1. I can getting much of chance to use my capable. 4.31 0.514 Highest 

2. I am feeling a strong sense of accomplishment. 4.18 0.672 High 

3. I am able to improve my capability quickly. 4.31 0.553 Highest 

4. I can have opportunity to get on higher areas of my 

job. 

4.03 0.824 High 

Average 4.21 0.641 Highest 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.3 presents the overall results of working expectations’ influences 

on respondents calculated for each item. It could be observed that the working 

expectations’ influences on respondents was at the highest level (Mean=4.21). The 

highest score of 4.31 (Mean), with the items are Getting more chances to use ability 

and improving personal capability quickly. The other items (item2 and item 4) also got 

high level, each mean scores of them is 4.18 and 4.03. 

 

4.2.2 Achievement 

 

Table 4.4 Number and percentage of achievement level 

Scale Number Percentage 

Lowest 0 0.0 

Low 0 0.0 

Moderate 26 13.0 

High 111 55.2 

Highest 64 31.8 

Total 201 100.0 
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Table 4.4 presents the calculated information about the level of 

achievement. There were 111 respondents chosen high level of achievement (55.2 

percent). 31.4 percent (n=64) of respondents had the highest achievement. For the 

moderate level of achievement just had 13.0 percent of the respondents. None of the 

undergraduate students replied for the lowest and low level of achievement. 

 

Table 4.5 Mean, standard deviations and level of achievement 

Items Mean S.D. Level 

1. I can learn new skills on my job. 4.10 0.643 High 

2. I receive adequate recognition for doing my job. 4.24 0.709 Highest 

3. I derive standing and feel of importance from job. 4.28 0.609 Highest 

4. I feel a sense of accomplishment from working. 4.22 0.596 Highest 

Average 4.21 0.639 Highest 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.5 presents descriptive statistics calculated to give some 

information about the the level of achievement in their internship. The result observed 

that three items were at the highest level, out of four items administered. Only one 

item revealed high level with an average mean of 4.10. The calculated result showed 

that respondents taking  adequate recognition (Mean=4.24), a feel of importance 

(Mean=4.28) and a sense of accomplishment (Mean=4.22) to be important effects for 

inspire themselves during their work or internship.The overall results of respondents’ 

achievement was at the highest level (Mean=4.21). 
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4.2.3 Personal growth 

 

Table 4.6 Number and percentage of personal growth level 

Scale Number Percentage 

Lowest 0 0.0 

Low 0 0.0 

Moderate 26 13.0 

High 114 56.7 

Highest 61 30.3 

Total 201 100.0 

 

Table 4.6 presents the result calculated for the level of personal growth that 

influences on respondents. The result showed that 56.7 percent (n=114) of the 

respondents were at the highest level. Only 30.3 percent (n=61) of respondents were in 

the highest level, while 13.0 percent (n=26) of respondents were in moderate level. 

 

Table 4.7 Mean, standard deviations and level of personal growth 

Items Mean S.D. Level 

1. I am being fully recognized for the job I do. 4.15 0.558 High 

2. I am able to grow and develop in working. 4.32 0.671 Highest 

3. I can make more input to deciding how my job gets done. 4.21 0.496 Highest 

4. I have an important role in the job. 4.02 0.745 High 

Average 4.18 0.618 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.7 above presents descriptive statistics calculated for the whole of 

simple for each item. It would be revealed that the overall results of personal growth 

of the participants was at high level (Mean= 4.18). Being able to grow and develop in 

working got the highest scores (Mean =4.32), while the least scores’ item was have an 

important role in the job (Mean =4.02). 
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4.2.4 Stimulation 

 

Table 4.8 Number and percentage of stimulation level 

Scale Number Percentage 

Lowest 0 0.0 

Low 3 1.5 

Moderate 23 11.4 

High 137 68.2 

Highest 38 18.9 

Total 201 100.0 

 

Table 4.8 presents descriptive statistics results of the level of respondents’ 

stimulation level for each item. None of the respondents had indicated of having 

lowest stimulation. While, 68.2 percent (n=137) of respondents had indicated of 

having high stimulation. Moreover, 18.9 percent (n=38) of respondents stayed in the 

highest level of stimulation. There have only 11.4 percent (n=23) and 1.5 percent 

(n=3) of respondents staying in moderate and low level of stimulation. 

 

Table 4.9 Mean, standard deviations and level of stimulation 

Items Mean S.D. Level 

1. I have a lightly loaded job. 4.20 0.541 High 

2. I don’t have to work to tight deadlines. 4.16 0.590 High 

3. I feel having a day filled with relaxing atmosphere. 4.18 0.530 High 

4. I feel the job without too much pressure and 

challenging objectives. 
3.96 0.513 High 

Average 4.13 0.544 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 
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Table 4.9 presents the overall results of stimulation’ influences on 

respondents calculated for each item. It could be showed that the stimulation 

influences on respondents was at high level (Mean=4.13). The highest score of these 

four items is 4.20 (Mean), with the item was having a lightly loaded job. And all of the 

items got high level, each mean scores of the other three items is 4.16 , 4.18 and 3.96. 

 

4.2.5 Job interest 

 

Table 4.10 Number and percentage of job interest level 

Scale Number Percentage 

Lowest 0 0.0 

Low 3 1.5 

Moderate 29 14.4 

High 122 60.7 

Highest 47 23.4 

Total 201 100.0 

 

Table 4.10 presents descriptive statistics results of the level of respondents’ 

job interest level for each item. None of the respondents had indicated of having 

lowest job interest. While, 60.7 percent (n=122) of respondents had indicated of 

having high job interest. Moreover, 23.4 percent (n=47) of respondents stayed in the 

highest level of job interest. There have only 14.4 percent (n=2) and 1.5 percent (n=3) 

of respondents staying in moderate and low level of job interest. 
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Table 4.11 Mean, standard deviations and level of job interest 

Items Mean S.D. Level 

1. I am having a dairy full of different activities. 3.96 0.623 High 

2. I am having creative work. 4.02 0.648 High 

3. I feel the job with promotion prospects. 4.16 0.590 High 

4. I feel having a job that is more like fun than job. 4.14 0.721 High 

Average 4.07 0.646 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.11 presents the overall results of job interest’ influences on 

respondents calculated for each item. It could be showed that the job interest 

influences on respondents was at high level (Mean=4.07). The highest score of these 

four items is 4.16 (Mean), with the item was feel the job with promotion prospects. 

And all of the items got high level, each mean scores of the other three items is 3.96 , 

4.02 and 4.14. 

 

4.2.6 Independence 

 

Table 4.12 Number and percentage of independence level 

Scale Number Percentage 

Lowest 0 0.0 

Low 2 1.0 

Moderate 18 8.9 

High 131 65.2 

Highest 50 24.9 

Total 201 100.0 

 

Table 4.12 presents the result calculated for the level of independence that 

influences on respondents. The result showed that 65.2 percent (n=131) of the 

respondents were at the highest level. Only 24.9 percent (n=50) of respondents were in 

the highest level, while 8.9 percent (n=18) of respondents were in moderate level.1.0 
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percent (n=2) of respondents were in low level. None of the respondents chosen in the 

lowest level. 

 

Table 4.13 Mean, standard deviations and level of independence 

Items Mean S.D. Level 

1. I can make flexible work arrangements by myself. 4.23 0.622 Highest 

2. I am free to express my ideas and opinions on the job 4.06 0.575 High 

3. I am able to try out my idea. 4.16 0.514 High 

4. I am able to work in according with my principle. 4.10 0.656 High 

Average 4.14 0.592 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.13 presents descriptive statistics calculated to give some 

information about the the level of independence in their internship. The result 

observed that three items were at high level, out of four items administered. Only one 

item revealed the highest level with an average mean of 4.23. The calculated result 

showed that respondents would like making flexible work arrangements by themselves 

(Mean=4.23) which was an important effect to their career choice. The overall results 

of respondents’ independence was at high level (Mean=4.14). 

 

4.2.7 School policies 

 

Table 4.14 Number and percentage of school policies level 

Scale Number Percentage 

Lowest 0 0.0 

Low 3 1.5 

Moderate 35 17.4 

High 116 57.7 

Highest 47 23.4 

Total 201 100.0 
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Table 4.14 presents the result calculated for the level of school policy that 

influences on respondents. The result showed that 57.7 percent (n=116) of the 

respondents were at high level. 23.4 percent (n=47) of respondents were in the highest 

level, while, only 17.4 percent (n=35) of respondents were in moderate level.1.5 

percent (n=3) of respondents were in low level. None of the respondents chosen in the 

lowest level. 

 

Table 4.15 Mean, standard deviations and level of school policies 

Items Mean S.D. Level 

1. For the staff , the policies of work are favorable. 4.02 0.751 High 

2. I am satisfied with the school administration. 3.98 0.655 High 

3. I completely understanding the vision of my work 

place. 
4.26 0.612 Highest 

4. The policies are accessible to people. 3.92 0.724 High 

Average 4.05 0.686 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.15 presents descriptive statistics calculated to give some 

information about the the level of school policy in their internship. The result observed 

that three items were at high level, out of four items administered. Only one item 

revealed the highest level with an average mean of 4.26. The calculated result showed 

that respondents would like understanding the vision of their work place. (Mean=4.26) 

which was an important effect to their career choice. The overall results of 

respondents’ independence was at high level (Mean=4.05). 
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4.2.8 Management structure 

 

Table 4.16 Number and percentage of management structure level 

Scale Number Percentage 

Lowest 0 0.0 

Low 5 2.5 

Moderate 31 15.4 

High 129 64.2 

Highest 36 17.9 

Total 201 100.0 

 

Table 4.16 presents descriptive statistics results of the level of respondents’ 

management structure level for each item. None of the respondents had indicated of 

having lowest management structure. While, 64.2 percent (n=129) of respondents had 

indicated of having qualified management structure. Moreover, 17.9 percent (n=36) of 

respondents stayed in the highest qualified level of management structure. There have 

only 15.4 percent (n=31) and 2.5 percent (n=5) of respondents staying in moderate and 

low level of management structure. 

 

Table 4.17 Mean, standard deviations and level of management structure 

Items Mean S.D. Level 

1. I feel having efficient collaboration. 4.16 0.518 High 

2. The school is managing structuring and 

smoothness. 
3.95 0.743 

High 

3. I feel the structure having responsibility of 

division of individuals. 
3.96 0.590 High 

4. The staffs are getting a fair remuneration. 3.87 0.773 High 

Average 3.99 0.656 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 
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Table 4.17 presents the overall results of management structure’ influences 

on respondents calculated for each item. It could be showed that the management 

structure influences on respondents was at high level (Mean=3.99). The highest score 

of these four items is 4.16 (Mean), with the item was feel having efficient 

collaboration. And all of the items got high level, each mean scores of the other three 

items is 3.95 , 3.96 and 3.87. 

 

4.2.9 Human relations 

 

Table 4.18 Number and percentage of human relations level 

Scale Number Percentage 

Lowest 0 0.0 

Low 0 0.0 

Moderate 33 16.4 

High 136 67.7 

Highest 32 15.9 

Total 201 100.0 

 

Table 4.18 presents the result calculated for the level of human relations 

that influences on respondents. The result showed that 67.7 percent (n=136) of the 

respondents were at high level. 15.9 percent (n=32) of respondents were in the highest 

level, while, only 16.4 percent (n=33) of respondents were in moderate level. None of 

the respondents chosen in low level and the lowest level. 
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Table 4.19 Mean, standard deviations and level of human relations 

Items Mean S.D. Level 

1. I feel have a good net working condition. 3.91 0.588 High 

2. I acquire new knowledge and skills, develop 

personal potential by my colleagues. 
3.96 0.594 High 

3. People at work are pretty friendly towards me. 4.11 0.527 High 

4. I feel all the staff operating as a part of team 

rather than an individual contributor. 
4.00 0.557 

High 

Average 3.99 0.567 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.19 presents descriptive statistics calculated to give some 

information about the the level of human relations in their internship. The result 

observed that four items were at high level. The overall results of respondents’ 

independence was at high level (Mean=3.99).The highest score of these four items is 

4.11 (Mean), with the item was people at work are pretty friendly. And each mean 

scores of the other three items is 3.91 , 3.96 and 4.0. 

 

4.2.10 Social status 

 

Table 4.20 Number and percentage of social status level 

Scale Number Percentage 

Lowest 0 0.0 

Low 1 0.5 

Moderate 48 23.9 

High 126 62.7 

Highest 26 12.9 

Total 201 100.0 
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Table 4.20 presents the result calculated for the level of social status that 

influences on respondents. The result showed that 62.7 percent (n=126) of the 

respondents were at  high level. 12.9 percent (n=26) of respondents were in the highest 

level, while, only 23.9 percent (n=48) of respondents were in moderate level.0.5 

percent (n=1) of respondents were in low level. None of the respondents chosen in the 

lowest level. 

 

Table 4.21 Mean, standard deviations and level of social status 

Items Mean S.D. Level 

1. I gain honor and respectability in the society. 4.13 0.580 High 

2. I am getting accorded respect. 3.92 0.542 High 

3. I feel my job in a higher status of society. 3.78 0.596 High 

4. I am expected to inspire and guide people. 3.71 0.653 High 

Average 3.89 0.593 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.21 presents the overall results of social status’ influences on 

respondents calculated for each item. It could be showed that the social status 

influences on respondents was at high level (Mean=3.89). The highest score of these 

four items is 4.13 (Mean), with the item was gaining honor and respectability in the 

society. And all of the items got high level, each mean scores of the other three items 

is 3.92 , 3.78 and 3.71. 
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4.2.11 Materials and equipment 

 

Table 4.22 Number and percentage of materials and equipment level 

Scale Number Percentage 

Lowest 0 0.0 

Low 0 0.0 

Moderate 31 15.4 

High 123 61.2 

Highest 47 23.4 

Total 201 100.0 

 

Table 4.22 presents the result calculated for the level of material and 

equipment that influences on respondents. The result showed that 61.2 percent (n=123) 

of the respondents were at high level. 23.4 percent (n=47) of respondents were in the 

highest level, while, only 15.4 percent (n=31) of respondents were in moderate level.. 

None of the respondents chosen in low level and in the lowest level. 

 

Table 4.23 Mean, standard deviations and level of materials and equipment 

Items Mean S.D. Level 

1. The school is awareness of the importance of 

high technology. 
4.16 0.667 High 

2. I have enough teaching facilities and aids. 4.04 0.666 High 

3. I have a comfortable accommodation for the job 4.05 0.559 High 

4. It has suitable textbooks for different level. 4.07 0.570 High 

Average 4.08 0.615 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.23 presents descriptive statistics calculated to give some 

information about the the level of material and equipment in their internship. The 

result observed that all the items were at high level. The calculated result showed that 

respondents would like choosing the school is awareness of the importance of high 
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technology (Mean=4.16) which was an important effect to their career choice. The 

overall results of respondents’ independence was at high level (Mean=4.08).  

 

4.2.12 Job security 

 

Table 4.24 Number and percentage of job security level 

Scale Number Percentage 

Lowest 0 0.0 

Low 0 0.0 

Moderate 38 18.9 

High 132 65.7 

Highest 31 15.4 

Total 201 100.0 

 

Table 4.24 presents the result calculated for the level of job security that 

influences on respondents. The result showed that 65.7 percent (n=132) of the 

respondents were at high level. 15.4 percent (n=31) of respondents were in the highest 

level, while, only 18.9 percent (n=38) of respondents were in moderate level. None of 

the respondents chosen in low level and in the lowest level. 

 

Table 4.25 Mean, standard deviations and level of job security 

Items Mean S.D. Level 

1. I have a well-pad job with insurance. 3.85 0.701 High 

2. I have good prospects for career advancement. 4.05 0.421 High 

3. I have lots of career development opportunity. 4.02 0.616 High 

4. I am having job security and job prospects. 3.96 0.559 High 

Average 3.97 0.574 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 
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Table 4.23 presents descriptive statistics calculated to give some 

information about the the level of job security in their internship. The overall results of 

respondents’ independence was at high level (Mean=3.97). The result observed that all 

the items were at high level. The calculated result showed that respondents would like 

choosing  have good prospects for career advancement (Mean=4.05) which was an 

important effect to their career choice.  

 

4.2.13 Working environment 

 

Table 4.26 Number and percentage of working environment level 

Scale Number Percentage 

Lowest 0 0.0 

Low 2 1.0 

Moderate 45 22.4 

High 119 59.2 

Highest 35 17.4 

Total 201 100.0 

 

Table 4.26 presents descriptive statistics results of the level of respondents’ 

working environment level for each item. None of the respondents had indicated of 

having lowest working environment. While, 59.2 percent (n=119) of respondents had 

indicated of having high working environment. Moreover, 17.4 percent (n=35) of 

respondents stayed in the highest level of working environment. There have only 22.4 

percent (n=45) and 1.0 percent (n=2) of respondents staying in moderate and low level 

of working environment. 
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Table 4.27 Mean, standard deviations and level of working environment 

Items Mean S.D. Level 

1. I feel positively in working atmosphere. 3.96 0.727 High 

2. I feel comfortable in my working place.  3.98 0.578 High 

3. I am proud to work in the pleasant working 

conditions. 
4.04 0.594 High 

4. I work in a affable environment. 3.77 0.700 High 

Average 3.94 0.650 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.27 above presents descriptive statistics calculated for the whole of 

simple for each item. It would be revealed that the overall results of working 

environment of the participants was at high level (Mean= 3.94). Being proud to work 

in the pleasant working conditions got the highest scores (Mean =4.04), while the least 

scores’ item was work in a affable environment. (Mean =3.77). 

 

4.2.14 Family 

 

Table 4.28 Number and percentage of family level 

Scale Number Percentage 

Lowest 0 0.0 

Low 1 0.5 

Moderate 23 11.4 

High 126 62.7 

Highest 51 25.4 

Total 201 100.0 

 

Table 4.28 presents descriptive statistics results of the level of respondents’ 

family level for each item. None of the respondents had indicated of choosing lowest 

level of family. While, 62.7 percent (n=126) of respondents had indicated of having 

highly influence on family. Moreover, 25.4 percent (n=51) of respondents stayed in the 
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highest level influence of family. There have only 11.4 percent (n=23) and 0.5 percent 

(n=1) of respondents staying in moderate and low level of family. 

 

Table 4.29 Mean, standard deviations and level of family 

Items Mean S.D. Level 

1. I decide by myself to take future occupation up. 4.06 0.575 High 

2. My future occupation will think of my parents’ 

choice. 
4.25 0.598 Highest 

3. My family are committed to accomplish my 

goals. 
4.23 0.654 

Highest 

4. My parents’ occupations are listenability. 3.98 0.578 High 

Average 4.13 0.601 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.29 presents the overall results of family’ influences on respondents 

calculated for each item. It could be showed that the family influences on respondents 

was at high level (Mean=4.13). The highest score of these four items is 4.25 (Mean), 

with the item was the future occupation will think of parents’ choice. And all of the 

items got high level, each mean scores of the other three items is 4.06 , 4.23 and 3.98. 

 

4.2.15 Peers 

 

Table 4.30 Number and percentage of peers level 

Scale Number Percentage 

Lowest 0 0.0 

Low 7 3.5 

Moderate 18 9.0 

High 125 62.2 

Highest 51 25.3 

Total 201 100.0 
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Table 4.30 presents descriptive statistics results of the level of respondents’ 

peers level for each item. While, 62.2 percent (n=125) of respondents had indicated of 

having high peers. 25.3 percent (n=51) of respondents stayed in the highest level of 

peer. There have 9.0 percent (n=18) and 3.5 percent (n=7) of respondents staying in 

moderate and low level of peers. None of the respondents had indicated of having 

lowest peers.  

 

Table 4.31 Mean, standard deviations and level of peers 

Items Mean S.D. Level 

1. I have acknowledgment by peers of efforts, skills. 4.00 0.815 High 

2. I will discuss with my friends about my future 

careers 
4.28 0.642 Highest 

3. My friends can help decide about my future 

career with careful consideration . 
4.04 0.702 

High 

4. My friends will support me to choose the career 

that I am planning to follow. 
4.16 0.561 High 

Average 4.12 0.68 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.31 presents descriptive statistics calculated to give some 

information about the the level of peers. The result observed that three items were at 

high level, out of four items administered. Only one item revealed the highest level 

with an average mean of 4.28. The calculated result showed that respondents would 

like discussing with my friends about my future careers. (Mean=4.28) which was an 

important effect to their career choice. The overall results of respondents’ 

independence was at high level (Mean=4.12). 
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4.3 Level of career choice of the participants 

 

Table 4.32 Number and percentage of career choice level 

Scale Number Percentage 

Lowest 5 2.5 

Low 22 10.9 

Moderate 35 17.4 

High 99 49.3 

Highest 40 19.9 

Total 201 100.0 

 

Table 4.32 presents descriptive statistics calculated for the full sample 

(n=201) including means, frequencies and percentage of responses for information 

about the level of career choice of internship undergraduate students in the Faculty of 

Liberal Arts in Huachiew Chalermprakiet. The result showed that 19.9 percent (n=40) 

of the respondents were at the highest level. 49.3 percent (n=99) of respondents were 

in high level, while 17.4 percent (n=35) of respondents were in moderate level.10.9 

percent (n=22) of respondents were in low level. Only 2.5 percent (n=5) of the 

respondents chosen in the lowest level. 
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Table 4.33 Mean, standard deviations and level of career choice 

Items Mean S.D. Level 

1.I would be satisfied doing my major in a career. 4.26 0.650 Highest 

2.I will take my major to be a career. 4.23 0.684 Highest 

3.I am willing to work in other area for good 

condition and high salary. 
4.28 0.651 Highest 

4.I would like to plan my career in my interest 

field, not in my major. 
3.92 0.659 High 

5.My family gives me many recommendation to 

choose my major and career choice. 
3.61 0.943 High 

6.I feel proud of working in my major field. 4.37 0.485 Highest 

7.I have a clear plan on devoting myself to future 

career. 
2.19 0.823 Moderate 

8.Management is the first thing that I will consider 

in my career choice. 
3.57 0.942 High 

9.My friend helps me a lot in choosing my future 

career. 
3.57 0.909 High 

10.I have a high requirement about the working 

atmosphere and condition. 
4.03 0.608 High 

11.It’s important for me to choose my major as a 

career with high salary and position. 
2.93 0.900 Moderate 

12.I prefer any achievements in my career as long 

as making a living. 
2.83 1.059 Moderate 

13.I prefer to work that require a high level of my 

major skill. 
3.97 0.663 High 

14.I would like to do my career which I feel 

confident and relaxed rather challenging and hard 
4.11 0.576 High 

15.It’s important for me to have a career that bring 

me prestige and recognition from other. 
4.17 0.511 High 

Average 3.74 0.738 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 
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Table 4.33 revealed the calculated results for each items of the level of the 

internship undergraduate students’ future career choices. Mean scores were based on 

5-likert scale with the values beginning from 5 indicating “Strongly agree” to 1 as 

“Strong disagree”. Fifteen items were administered in order to explore the level of 

future career choices of the internship undergraduate students in the Faculty of Liberal 

Arts in Huachiew Chalermprakiet. Out of the fifteen items, eight items stayed in high 

level in working on their major areas, while, three items indicated moderate level in 

choosing the major to be future career. Item number 1 “I would be satisfied doing my 

major in a career” with an average mean of 4.26, item number 2 “I will take my major 

to be a career” with an average mean of 4.23, and item number 3 “I am willing to work 

in other area for good condition and high salary”with an average mean of 4.28 

followed by item number 6 “I feel proud of working in my major field” with an 

average mean of 4.37 were indicated the highest level in choosing the major to be 

future career. Above all the average means of the items, the result presented that the 

participants chose their major to be future career were at the high level (Mean= 3.74). 
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Table 4.34 Mean and standard deviations of overall independent variables  

Motivation Factors Mean S.D. Min. Max. Meaning 

Intrinsic Factors 

Working Expectation 

 

4.21 

 

0.641 

 

2.00 

 

5.00 

 

Highest 

Achievement 4.21 0.639 3.00 5.00 Highest 

Personal Growth 4.18 0.618 3.00 5.00 High 

Stimulation 4.13 0.544 2.00 5.00 High 

Job Interest 4.07 0.646 2.00 5.00 High 

Independence 4.14 0.592 2.00 5.00 High 

Extrinsic Factors 

School Policies 

 

4.05 

 

0.686 

 

2.00 

 

5.00 

 

High 

Management Structure 3.99 0.656 2.00 5.00 High 

Human Relations 3.99 0.567 3.00 5.00 High 

Social Status 3.89 0.593 2.00 5.00 High 

Materials and Equipment 4.08 0.615 3.00 5.00 High 

Job Security 3.97 0.574 3.00 5.00 High 

Working Environment 3.94 0.650 2.00 5.00 High 

Interpersonal Factors 

Family 

 

4.13 

 

0.601 

 

2.00 

 

5.00 

 

High 

Peers 4.12 0.680 2.00 5.00 High 

Note: Highest=5.00-4.21; High=4.20-3.41; Moderate=3.40-2.61; Low=2.60-1.81; 

Lowest=1.80-1.00 

 

Table 4.34 has concluded calculated results of mean and standard deviations for the 

full participants of the Faculty of Liberal Arts in Huachiew Chalermprakiet (N= 201) about overall 

levels of independent variables in career choices. The results showed that the factors such as 

Personal Growth (Mean=4.18), Stimulation (Mean=4.13), JobInterest (Mean=4.07), Independence 

(Mean=4.14),School Policies (Mean=4.05), Management Structure (Mean=3.99), Human 

Relations (Mean=3.99), Social Status (Mean=3.89), Materials and Equipment (Mean= 4.08), Job 

Security (Mean= 3.97), Working Environment (Mean=3.94), Family (Mean= 4.13), Peers 

(Mean=4.12) were at high level, however, Working Expectation (Mean=4.21) and Achievement 

(Mean=4.21) were stayed in the highest level. 
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4.4 The analysis of affecting motivational factors and career choices 

The affecting motivational factors of future career choices which were 

presented in two parts as showing: 

 

4.4.1 Correlations Coefficient Analysis of Pearson Moment between 

Independent Variables and Dependent Variables. 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



 
F

ac. of G
rad. Studies, M

ahidol U
niv.                                             M

.E
d. (E

ducational M
anagem

ent) / 79 

Table 4.35 Correlations Coefficient of Pearson Moment between independent variables and dependent variables. 

 X1 X2 X3 X4 X5 X6 X7 X8 X9 X10 X 11 X 12 X 13 X 14 X 15 Y 
X1 1 .675** .658** .708** .724** .461** .645** .671** .604** .372** .723** .525** .645** .654** .629** .363** 
X2  1 .783** .614** .786** .523** .704** .729** .690** .438** .603** .609** .659** .622** .695** .485** 
X3   1 .783** .614** .786** .523** .704** .729** .690** .438** .603** .609** .659** .622** .695** 
X4    1 .665** .278** .488** .561** .755** .250** .735** .585** .616** .618** .714** .158** 
X5     1 .652** .636** .688** .677** .586** .754** .780** .610** .756** .647** .486** 
X6      1 .790** .755** .518** .707** .601** .679** .487** .415** .302** .665** 
X7       1 .732** .743** .699** .784** .699** .661** .596** .488** .591** 
X8        1 .607** .663** .642** .660** .734** .658** .554** .572** 
X9         1 .485** .665** .622** .713** .685** .601** .345** 
X10          1 .552** .656** .452** .384** .263** .643** 
X11           1 .765** .613** .773** .642** .429** 
X12            1 .626** .593** .511** .443** 
X13             1 .725** .625** .399** 
X14              1 .645** .278** 
X15               1 .148** 

Y                1 
 

Note: two-tailed*p<0.05, two-tailed**p<0.01. 

1. Independent Variables 
X1 = Working Expectation             X2 = Personal Growth 
X3 = Achievement                    X4 = Stimulation 
X5 = Job Interest                     X6 = Independence 
X7 = School Policies                  X8 = Management Structure 
X9 = Human Relations                 X10 = Social Status 
X11 = Material and Equipment           X12 = Job Security 
X13 = Working Environment            X14 = Family 
X15 = Peers 
 
1. Dependent Variable 
Y = Career Choice 
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Bivariate correlation analysis was used and performed to explore the 

relationships among all the related dependent variables. The results would be 

presented as in Table 4.35. The preliminary of the whole of the independent variables 

has been analyzed of Pearson Moment Correlation Coefficient that to find the 

relationships all variables of independence to following examination of correlation 

variables on Multiple Regression Analysis. The results indicated that all variables 

were significantly correlated with internship undergraduate students’ career choice 

(Working Expectation: correlation significant level at p< 0.01, r= 0.363**; Personal 

Growth: correlation significant level at p< 0.01, r =0.485**; Achievement: 

correlation significant level at p< 0.01, r =0.509**; Stimulation: correlation 

significant level at p<0.05,r=0.158**; Job Interest: correlation significant level at p< 

0.01, r=0.486**; Independence: correlation significant level at p<0.01, r =0.665**; 

School Policies: correlation significant level at p< 0.01, r=0.591**; Management 

Structure: correlation significant level at p<0.01,r=0.572**; Human Relations: 

correlation significant level at p<0.01, r=0.345**; Social Status: correlation 

significant level at p<0.01, r=0.643**; Material and Equipment: correlation 

significant level at p< 0.01, r=0.429**; Job Security: correlation significant level at 

p< 0.01, r =0.443**; Working Environment: correlation significant level at p< 0.01, 

r =0.399**; Family: correlation significant level at p<0.01, r=0.278**; Peers: 

correlation significant level at p< 0.05), r=0.148**. 

While, these analyzed results of Pearson Moment Correlation Coefficient  

just presented each of the seperated independent variables of career choices, it could 

not presented the levels of relationships in any pairs of each other independent 

variables. There had none pairs of them among in high correlated coefficient (0.75). 

Thus, it was urgent to have an analysis of multiple regression among overall 15 

variables. Before gone into the analysis of multiple regression, all of the 15 

independent variables should through Stepwise analyzed and selected, once the 

variables were in standard, they would moved into the model of multiple regression 

analysis which was presented in the Table 4.36. It was necessary to use regression 

model for the motivation factors affecting career choice due to the significant 

correlation between two or more predictor variables. It was effectively avoiding any 

confounding factors when identify moderation effects.   
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4.4.2 Multiple regression analysis to independent variables which 

affected career choices of internship undergraduate students. 

 

Table 4.36 Multiple regression analysis of stepwise to independent variables that 

affected internship undergraduate students’ career choice 

Independent Variables B Standardized 

Coefficients(Beta) 

t Sig. 

Intrinsic 

Factors 

Achievement(X3) 1.117 .746 8.241 .000 

Stimulation(X4) -.929 -.517 -5.939 .000 

Extrinsic 

Factors 

Social Status(X10) .653 .407 7.792 .000 

Working 

Environment(X13)

.682 .478 3.486 .001 

Interpersonal 

Factors 

Family(X14) .473 .296 2.299 .023 

Peers(X15) .399 .244 2.854 .005 

/ Constant 1.003 / 2.495 .013 

N = 201;     R² = .632;    Adjusted R² = .621;     F = 22.605;    Sig. F ≤ 0.001 

 

The Multiple Regression Analysis of Stepwise which used for measuring 

what factors and which the level of the significant factors that affected the 

undergraduate students’ future career choice. The calculated results was revealed in 

Table 4.36. Through this Table 4.36, there were presented the factors influencing 

future career choice of undergraduate students in Huachiew Chalermprakiet as 

following: 

 Achievement (Beta=0.746, p<0.001) 

 Stimulation (Beta=-0.517, p<0.001) 

 Social Status (Beta=0.407, p<0.001) 

 Working Environment (Beta=0.478, p<0.001) 

 Peers (Beta=0.0296, p=0.005) 

 Family (Beta=0.244, p=0.0023) 
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It was obviously that Achievement was one of the most significant 

affected motivational factors of undergraduate students’ career choice following by 

Social Status and Stimulation. Working Environment, Peers and Family also had 

significant relationships between future career choice as well. According to the result, 

the internship undergraduate students with higher achievement indicated higher levels 

to their major to be a career choice than the internship undergraduate students with 

lower achievement; the internship undergraduate students with higher social status 

indicated higher levels to their major to be a career choice than the internship 

undergraduate students with lower social status; For the level of stimulation, because 

of revealing negative correlation that the internship undergraduate students with higher 

stimulation indicated lower levels to their major to be a career choice than the 

internship undergraduate students with lower stimulation. Meanwhile, the analyzed 

results revealed that all of the independent variables have the multi-collinearity 

coefficients (R²) which was 0.632, and the total independent variables would provided 

the explanation of future career choices’ variation at 62.1 percents ( Adjusted R²). 

The results revealed that of the 15 variables of career choice. Out of these 

15 variables, Achievement(p<0.001), Stimulation(p<0.001), Social Status(p<0.001), 

Working Environment(p<0.001), Peers(p=0.005), and Family(p=0.023) have had a 

significant relationship with internship undergraduate students’ career choices in the 

Faculty of Liberal Arts in Huachiew Chalermprakiet. The data do support that there 

would be significant between intrinsic, extrinsic and interpersonal factors of  

motivation when related to internship undergraduate students’ career choice in HCU. 

The following is the regression equation from the data: 

Career Choice=0.746(Achievement)-0.517(Stimulation)+0.407(Social 

Status) +0.478 (Working Environment) +0.296(Family) + 0.244(Peers) 
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CHAPTER V 

DISCUSSION 

 

 

In this chapter, it will be discusses the research findings from two aspects. 

First, this research studied the level of motivation factors and career choice of the 

Liberal Arts Faculty undergraduate students. Second, this research examined the 

relationship between motivation factors and career choices, and finally, predicting the 

career choice by motivation factors of the Liberal Arts Faculty undergraduate students 

in Huachiew Chalermprakiet University, Thailand. The finding results in this study 

were discussed as following: 

5.1 Career choices 

5.2 Future influence future career choices 

 

 

5.1 Career choices 

According to data analysis of the study, 19.9 percent (n=40) of the 

respondents were at the highest level in choosing their major to be future career. 49.3 

percent (n=99) of respondents were in high level in choosing their major to be future 

career, while 17.4 percent (n=35) of respondents were in moderate level in choosing 

the major to be future career. 10.9 percent (n=22) of respondents were in low level in 

choosing the major to be future career. Only 2.5 percent (n=5) of the respondents 

chosen in the lowest level. It obvious got that over 60 percent of respondents were 

prefer to choose their major to their future career choice. So that it was found that 

intrinsic factors, extrinsic factors and interpersonal factors of motivation had a 

statistically significant influence on the internship undergraduate students’ future 

career choices. 
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The possible reason for the internship undergraduate students in the 

Faculty of Liberal Arts of Huachiew Chalermprakiet would be due to social or 

economic environment’s requirement and personal desires. From the background of 

the study, as Thailand's tourism industry expanding, the scale of Chinese education is 

following expanding. Moreover, the growing number of Chinese tourists has also led 

to the ‘Chinese fever’ in Thailand. Chinese learning in Thailand is more and more 

upsurge. Qualified Chinese language teaching resources in the economic market is 

extremely urgent. Thus, present graduated or graduating students always become more 

realistic when they select their majors to fit their future jobs. According to Gottfredson 

( 1981), is that some obstacles or chances in the environments of economy and society 

which have a large influence one individuals career choices. Further Bourdieu (1994) 

refers that social markets likes a big background that future career would take place. 

According to the view of Bourdieu, career choice would be considered as a power of 

positions’ sequence within social environment. Personal desires, according to Arbona 

and Novy (1991), the career that individuals would like to pursue which is no reality 

constraints. It was supported by Gottfredson and Becker (1981), they pointed that 

career choice revealed the orientation of future goals to the individuals. Thus, 

nowadays’ graduated and graduating students always pursuit their dreaming job, their 

career choice is in a small scale as their sense of the realistic workforce markets 

provided. They will realized what they are really “accurate” in their career choices 

following with ages’ growth. 

 

 

5.2 Factors influence future career choices 

There total 15 variables of independence are analyzed, and at the same 

time are measured whether or not motivational factors have a significantly influence 

on the internship undergraduate students’ future career choices in HCU. Out of these 

15 independent variables, there were 6 intrinsic factors which was working 

expectation, personal growth, achievement, stimulation, job interest and independence; 

7 extrinsic factors which concluded school policy, management, human relations, 

social status, materials and equipment, job security and working environment, and 2 

interpersonal factors which was family and peers. The calculated results of this 
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analysis revealed that several factors such as achievement, social status, stimulation, 

working environment, peers and family had the most significant influencing 

relationship with undergraduate students’ future career choice. According to this result, 

it was given evidences for proving the hypothesis of the study that extrinsic factors, 

intrinsic factors and interpersonal factors of motivation correlate with career choices 

of the Liberal Arts Faculty undergraduate students. Each of the discussion would be 

presented in the following. 

The three-dimensional motivation theory by Carpenter and Foster (1977) 

and Beyon (1998), postulated work, the challenge of work, the progress of work and 

responsibility of work and believe that good result, product from work would lead to 

individual make and keep such behavior or choice. From the three-dimensional 

motivation theory, the career choice is dependent of three categories of factors: 

extrinsic, intrinsic and interpersonal. It was revealed that motivations and de-

motivation in the work rose from variety of different factors, and the same factors 

would not be opposing reaction. Thus, it had evident that individuals will tend to select 

their future career based on how they would get from the responds or resulted under 

the influence of variety of factors and not just by a kind motivational factor. 

The study finding indicated achievement had a statistically vital 

influenced in the internship undergraduate students when related to future career 

choice. Similarly, the finding was strongly consistent with Amzat and Idris (2012)’s 

studies, in their study, they showed conclusively on relationship between the work 

condition, salary, achievement and another study conducted by Karthik and Venkatesh 

(2011) in terms of reward and recognition, supervision and work. The items of 

achievement’s level ‘I receive adequate recognition for doing my job.’ (Mean=4.24) 

and ‘I derive standing and feel of importance from job.’ (Mean=4.28) which were 

highly support the results of achievement had a statistically significant relationship 

with career choices. Fagley and Adler (2012) also revealed that the employees should 

like to bringing more things to the others when they have felt good by themselves and 

been appreciated by others.  

Achievement had a closely directed to working plans. It is able to improve 

the tendency of aspiring supports by the staffs in whole organization; it also can assist 

the employees and the organizations maintain a good relationship for the same benefits 
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of objectives. While, Fagley (2012) also pointed out, on the negative way, the 

individuals and the company would have been negatively influenced on, because the 

individual’s negative moods and the irrelevancy punishment that can adversely 

affected workers morale. It’s hard for the workers performed well in their working 

function and following the worse levels of the working performances during their tired 

and negative periods. Thus, it can be concluded that achievement is one of the most 

affected factor of the internship undergraduates’ career choice that could be change 

their mind and affected working behaviors of internship undergraduate students. 

Social status was a statistically significant extrinsic factor as well that 

influence on internship undergraduate students’ career choice with the score of rating 

(Mean=3.89), social status was one of higher motivational factor among other 

motivational factors in this study. The major hypothesis of the study that is future 

career choice of the internship undergraduate students should highly relate to extrinsic 

motivational factors. In this study, one of the purpose was therefore on what the 

definite factors of motivational factors that affect the undergraduates’ career choices. 

The statistic results presented that social status of extrinsic motivational factors had a 

statistically significant influenced on respondents’ future career choices. Social status 

were identified by the internship undergraduate students in this study as the strongest 

effect to career decision making process and the future career choice.  For example, 

the items under social status of the students’ responses, which states ‘I gain honor and 

respectability in the society’ (Mean=4.13) and ‘ I am getting accorded respect’ 

(Mean=3.92) were rated high by the students. Obviously, most of students were 

recognizing and identifying the relevance of the position of social in relation to their 

career choice. 

This finding were in accordance with the research of Ali (2005), Ali 

suggested that in the reply to social classes conceptualization of the tradition criticism, 

particularly for the career psychology studies, Ali explored to his further study on the 

relation of social status to career decision- making processes to investigate in more 

relation of the working performance and social positions. Career decision in the past 

studies was content a variety of aspects of career developments, according to the view 

of Liu (2004), the mediation of career making process has studied the examination of  

the career choice certainty and social position. Specially, the relation of social status. 
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Thus, it’s able to conclude that the internship undergraduates in this study carefully 

considered the social status of their future job that significantly influenced on they 

make a career choice. 

There was a statistically significant relationship between intrinsic factor of 

stimulation and internship undergraduate students’ future career choices. Most of 

students in their quantitative responses pointed out that working stimulation had a 

powerful influences in aspiring them to accomplish their internship work with the item 

was ‘having a lightly loaded job’ (Mean=4.20). Similarly, Rosas (2011) pointed out 

that stimulation can be regarded as the power in the mental and in emotions that is a 

extrinsic influence factor to inspire individuals going on their working. On the other 

words, stimulation should be given more attention because of its extending influence 

on behaviors of undergraduates and organizations. In the view of undergraduates, 

stimulation would give some powers for them to adjust themselves in the competitive 

working markets. Research finding was consistent with Bandura (1997) as well, who 

stated the pressure of simulation from friends or colleagues that has a significant 

affection to undergraduate students’ career choices. 

While, when stimulation of negative sides came between employees and 

companies that will take the burden stress and disagreement of individuals’ progress. 

Stimulation influenced negatively on performance and behaviors of individuals. It 

would be a obstacle of taking their current work to be a lifelong career. The 

participants of the study almost agree of this view, from their answer that ‘I don’t have 

to work to tight deadlines’ (Mean=4.16). For instance, the organization according to 

staffs’ responsibilities gradually increase the wages. But this principle blocked for the 

staffs’ performances that working burn-out, dissatisfaction and working absences were 

came to be a obscales.Thus,the calculated analysis data reveals that for career choice 

of the new undergraduate students, the negative stimulation should be pay a attention 

for decreasing level. In the Multiple Regression Analysis which measured the level of 

the stimulation factors that how affected the undergraduate students’ future career 

choice, it revealed that stimulation had a significant negative correlation with the 

career choices of undergraduates. However, stimulation can not be eliminated totally, 

most of times, appropriate stimulation required for achievement of task performance 

so that lead to the new generation of graduates’ career choice. 
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The finding of the study also showed that working environment was a 

one of the most influential extrinsic factors that the internship undergraduate students 

would like to working in their major to be a future career rather than working in other 

area. Environment influence had a significant affected on career choice of the 

participants in HCU which was based on the statistic data. For example, in the table of 

undergraduate students’ career choice, the item forth ‘I would like to do my career 

which I feel confident and relaxed rather challenging and hard’ (Mean=4.11) that was 

in high level of internship undergraduate students’ choices. Most of these students 

prefer to a comfortable and friendly working atmosphere. For the support of Kroll, 

Dinklage, Morley and Wilson (1970) in career choice of nurture decisions, 

environment would always be spoken to a motivational factor. By choosing a career, 

individuals are seeking to adapt to their goals to the environment, meanwhile, they 

also brought an incorporation to the environment. 

Working environment as a supportive factor for the participants to provide 

their psychological satisfaction to help them behave better to their work and reach 

their career goals. The opinion of the item tenth of career choice ‘I have a high 

requirement about the working atmosphere and condition.’ (Mean=4.03), it was 

obvious that the internship undergraduate students had a higher requirement to their 

future job, so when the internship undergraduate students consider to choose their 

future career, environment is one of the important extrinsic factor that should not be 

ignore. The individuals constantly considered the balanced of their ambitions and how 

to better to fit their working environment in the reality. Kroll(1970) continued to 

mention that the informal and formal knowledge were mastered in related to the 

environment and  retention, utilization and the acquisition information of the world. 

Thus,from the support of Kroll, working environment is a absolutely necessary factor 

for the participants to choose their future career. 

For future career choices, this study also presented that family 

significantly influenced on undergraduates’ future career choices,which was getting 

agreement with an attachment study of Bowlby (1982), he was from a view of 

religion, faith rules of family and possible boundaries to explore the individuals’ career 

choice’ affects. The finding of Bowlby (1982) showed that family systems’ affection 

was generally change the thinking way of the individuals, and further it would affected 
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to individuals’ life career’s plan. This was augmented by the study finding of Dei 

Ridder (1990) and Fouad (2010). Dei Ridder (1990) found that family in the aspects of 

performance, response and communication ways had a big influence in the 

development of children’ working experience and the things of learning.  These 

aspects had a long-term power in the newer generation’s career decisions, working 

attitude, aspirations and future plans. Fouad (2010) supplemented that family influence 

always occupied the supporting scope of emotion, information and finance. Thus, for 

new generations’ career choices, it also learns the opinions from the  expectation of 

family. For the support, it could be concluded that the internship undergraduate 

students in this study relied on family supports, emotional encouragement and the 

influences of family very much that deeply affected their future career choice. 

It’s similar with the motivational factors that indicated with peers 

influence. Peers was a factors which was strongly influencing on internship 

undergraduate students’ career choice with a score ( Mean=4.12). Peers and friends 

play a large role in part of life, companion and peers is one of the significant aspect of 

socialization process. Their impacts or pressure which are the process of modifying 

and shaping individuals life courses. In this study, peers was identified as one of the 

strongest affect to decision-making of career. That means the participants of the study 

heavily dependent on friends or peers’ encourage to select the future career. For 

instance, items 2 under the variable of peers, which states that “My friends will support 

me to choose a career I plan to follow them” was rated high (Mean=4.16), most of the 

undergraduates have abilities to recognized their peers supports which was related to 

their future career choices. “I will discuss with my friends about my future careers”, 

the item 4 of the variable of peers was also found to be rated one of the most highest 

by the participants. It strongly supported that peers were in the company of 

individuals’ acknowledgement and an individual life. 

The findings were in accordance with the study of Burnard (2002) and 

Hall ( 2005), which is pointed that the encouragement from their peers would make 

the students more confident to their behaviors so that more motivated to plan to their 

career choice and career plans. Career choice is a lifelong process, peers in this 

process would have helped or supported so that to change the mind of the individuals. 

It was also consistent with the study of Finnas (1989), in Finnas’ study, it presented the 
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pressure both of internal and external of their peers would make a different in 

performance of students so that to change the career decision. 

However, this research statistic results did not support Howe’s and 

Sloboda’s (1992) study findings that recognized peers’ failtures and rejection could 

hinded the talent of the students’ achievement in their life. For example,Stake (2005) 

in his study mentioned that if the girl have a few or not experience in science with her 

friends and peers, this feeling of un-appreciated and rejection would not bring a 

success to science area as a career for her future life. This study finding that peers 

influence would help the internship undergraduate students make a clear career choice, 

no results refers to the negative influence on the students’ career choice. While, 

undergraduates’ career choice and aspiration were found that they had a strongly 

affected to the pressure from their peers and components. Bandura (1997) also 

supported that messages from the person whom closed to would have more 

unbelievable influences than the others. Baker and Leary (1995) found that girls were 

more easier affected than boys, they would more focused and positive do the things 

they never done if their friends studying or doing in one thing. Thus, it could be 

summarized that peers or friends’ supports or encouragements can help the students 

confirm their goals or careers, even aspire them to clear and get the career. It had a 

significantly influence on internship undergraduate students’ career choice. 

In this chapter quantitative responses results of extrinsic, intrinsic and 

interpersonal factors of motivation and the level of career choice of the internship 

undergraduate students would be discussed and revealed in a related section. The 

specified reference to the past researches and theories were also discussed. The 

findings indicated that overall level of motivation factors of career choice were at high 

levels. The results revealed that there were significant relationships of each motivation 

factors (intrinsic factor, extrinsic factor, interpersonal factor) to career choice. It was 

apparent that there was no one factor which independently influences career choice 

decision making. Sorensen and Feldman (2005)’s research pointed out career choice 

was a main key for successful career with the components from both external and 

internal. Meanwhile,, the indications from subjective part and objective part had been 

measureed. Further, according to Greenhaus (1990), career choice was the decision 

consisted with the components both intrinsic and extrinsic like the work interests, 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



Fac. of Grad. Studies, Mahidol Univ.  M.Ed. (Educational Management) / 91 

achievement, security and the social status. Jakub and Krzyszt (2014) studied that the 

motivation to choose career and the professional career plans , motivation made 

deeply influence working expectation, career choice and plans. It was found 

interpersonal factor was one of the main motivational factors of career choices. Thus, 

in this study is that motivational factors were significantly influence to occupational 

choices among the undergraduate students, and there was no one factor which 

independently influences career choice decision making in this study. 
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CHAPTER VI 

CONCLUSION AND RECOMMENDATIONS 

 

 

Chapter six was concluded the whole of the study with the conclusion and 

recommendations for future tendency of undergraduates, educational aspect and future 

studies. Conclusion part were summarized the study findings and recommendation for 

prediction of the education department, Huachiew Chalermprakiet University of 

Thailand, undergraduates’ parents so as to lead the internship undergraduate students 

making a clear and correct career choices. The contents of this chapter is in the 

following parts: 

6.1 Conclusion 

6.2 Recommendation 

 

 

6.1 Conclusion 

The purpose of this study is investigating the relationship between 

motivational factors and career choices in the site of the Liberal Arts Faculty in 

Huachiew Chalermprakiet University of Thailand. The previous chapters presented the 

background, theoretical concepts, methodology and the statistic results of the 

investigation of internship undergraduate students. Finding of this study were 

discussed in terms of the factors affecting future career choices. The researcher would 

utilize questionnaire as instrument which is based on the tri-dimensional model. 

Population of this study were 402 the fourth year’ internship undergraduate students of 

the Faculty of Liberal Arts in the academic year of 2017-2018, and 201 undergraduates 

was chosen to the samples. Motivation factors level and career choices were analyzed 

by descriptive statistical analysis in standard deviation and mean. The prediction of 

motivation factors on undergraduates’ occupational choices were used by multiple 

regress analysis. Inferential statistics were used to study the factors affecting future 

career choice of internship undergraduate students of the Faculty of Liberal Arts. 
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6.1.1 Level of career choice of the participants  

Research results indicated that the level of career choice related to 

undergraduates’ major in the Liberal Arts Faculty in Huachiew Chalermprakiet 

University.  Overall average components presented high level to the highest level. 

Most of the respondents (49.3 percent) reported of high level to work in their major or 

major areas after graduate (Mean=4.26). And 19.9 percent (n=40) of the respondents 

were at the highest level (Mean=4.23). The results indicated that the over half of the 

respondents at high level of career choice to work in their major or major areas. The 

average mean is 3.74 and the standard deviation is 0.73. 

 

6.1.2 Motivation factors influence on career choices 

According to this study’s result, advance knowledge regarding the 

influence that achievement, stimulation, social status, working environment, peers and 

family influence of motivation have on the career choice of internship undergraduate 

students. It’s concluded that there have not only one motivational factor that can 

independently influence on future career choice of internship undergraduate students. 

Moreover, high level of career choice to work in their major or major areas from the 

respondents indicated intrinsic factors, extrinsic factors and interpersonal factors of 

motivation are implied to the significantly influenced on undergraduate students’ 

career choices which were related to their majors. 

There had considered several potential limitations from the results of this 

study. First of all, one of the possible limitation of this investigation is that, because of 

this study was a case study, a group of individuals who would like reveal this results. 

So that caution must be exercised in generalization in this study. In addition, the 

questionnaires were distributed to the advisors of the internship students first, the 

aacopinions and other items included. Since the results of the respondents which 

reflected the reality of themselves at a single moment. 

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



Wenyi Liao  Conclusion and Recommendations / 94 

6.2 Recommendation 

 

6.2.1 Recommendation from the research finding 

6.2.1.1 Recommendation for education aspects 

From this study, it was found that 49.3 percent and 19.9 

percent of internship undergraduate students in the Faculty of Liberal Arts in 

Huachiew Chalermprakiet University have high and the highest level of choosing their 

current major to be a future career choice. Thus, the education department and 

university should: 

 Giving a introduction of comprehensive career planning 

curriculum and the prospective of each program as early as possible at class in order to 

support students to choose what they really want in the future through this important 

process. 

 Improving career guidance at university. The guidance 

should be focused on long- range information in career for the new graduate and the 

needed undergraduate students. 

 Providing constantly supports by professional advisors and 

educational counselors. For who have accessed the system, they should improve the 

supply on-the-job provision and get more chances in higher specific studies. 

 Through universities’ educational systems, an environment 

of education will be set up so that to focus more and more undergraduate students to 

the vocational related field of their study. 

 Further, university should invite qualified vocational 

teachers or local smart teachers for presentation or their exhibitions of career. Both of 

professional and vocational educations are encouraged in future education. 
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6.2.1.2 Recommendation for graduating students and 

parents 

For the recommendation for the undergraduates, graduating 

students and their parents, from the results of this study presented, it indicated that all 

motivational factors of interpersonal factors were statistically significant with the 

internship undergraduate students’ career choices. There were 62.7 percent of the 

students had indicated of having highly influence on family. At the same times, 25.4 

percent of the students stayed in the highest level influence of family. This view that 

parents had directly  influence on students’ career choices. Family influence concluded 

variety types of support in financial, informational, and emotional support. Thus, the 

recommendation put that suggested new generations’ career choices, familial 

expectations should not be ignored. Meetings and discussions among the future career, 

parents, undergraduate students and graduating students should be suggested to join in 

order to identify problems and find agreements related to their major area at the same 

time. Moreover, for the undergraduate students and graduating students that are 

suggested participate in academic seminar of their major training will enhance their 

knowledge, skills and experiences applicable to teaching improvement. Finally, since 

interpersonal factor influences strongly affect career choice of undergraduate students,  

expanding and appropriately pay a attention to parenting 

education must be implemented, especially, for projects of informal education. 

 

6.2.2 Recommendation for further studies   

Based on this study findings, intrinsic factors, extrinsic factor and 

interpersonal factors should be continued to investigate in different various 

backgrounds and the diversity of career choices, choices of internship undergraduate 

students in Thai universities. It was suggested that career tendency of individuals is 

following the dynamic and adjusted over time, what’s more, in the face,new 

graduating students’ identities were not yet totally established. This study was 

explored one of the faculty of the university with the representative studying program 

as a case study, the future researchers might replicated this investigation with the 

undergraduate students in the other faculties and attending other universities in 

Thailand. 
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Through the study, the researcher identified the factors that had statistically 

significant to future career choice. While in this process of study, there also had some 

limitations in the research finding. First of all, for the quantitative instructions, there 

were totally contains overall 75 items in the instruction. The participants should used 

limited time to answer all questions that may make some misunderstanding to the 

questionnaires and give some inaccurate answers. So the first recommendation from 

the research finding that the researcher should consider the time and the amount of the 

items of the questionnaires. Secondly, internship students were the major participants 

that was easy to ignore the other related persons’ view to the graduating students’ 

career choice, including the training teachers, students’ parents and so on. Thus, the 

second recommendation from the research finding that the researcher should have in-

deep interview for the related persons that could fully understand the reasons that 

motivation factors influenced the undergraduates’ career choice. Last of all, as this 

study was a case of study, it just study a part of the students’ attitudes for their future 

career choice, especially to Chinese Language majors, it was recommend to extend to 

other majors and enlarge number of participant that would get more relevant 

information of internship undergraduate students’ future career choices. 

Above all of the recommendation for the future studies, it is concluded the 

future studies in this field will be a longitudinal study to determine the future 

professional career and career goals. The perceptions of students to the role of career 

choice  and the process pf choice-making in future study will be useful. In-depth 

interviews of internship undergraduates over than a survey tool in this study can 

provide more comprehensive understanding of career tendency. More extensive 

studies should be included Thailand educational policies and programs as well as the 

administration opinions, official representatives’ opinions, principle’ views and leaded 

teachers’ view, especially those views of employment instructors.   
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APPENDIX A 

 

 

Section - A 

Research Questionnaire 

 

The Relationship Between Motivation Factors and  Future Career Choices by 

The Undergraduate Students from Huachiew Chalermprakiet University, 

Thailand 

 
 

The purpose of the study is to examine the motivational factors that 

driving the undergraduate students’ choice during their internship, it’s also help the 

undergraduates well-know the relationship between motivational factors and 

occupational choices. The questionnaire booklet consists of 3 parts: Part I: inventory 

of personal information of the undergraduate students. Part II: An inventory of 

motivation factors which including intrinsic factors, extrinsic factors and interpersonal 

factors adopted from Carpenter and Foster (1977) and Beyon (1998). Part III: A career 

choice scale questionnaire, which is about the undergraduate students’ future career 

choice that the students intend to hold their major to be a career or work in other area. 
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Part I: Personal Information 

Directions: Please choose one of your personal information with the help of tick (√) 

from among the given personal traits. 

 

1. Age............................years 

 

2. Gender 

 

   Male      □   

 

   Female    □ 

 

3.Educational Level................ 

 

4. Present major in the university....................... 

 

5. Year of Intern Experience....................... 
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Section - B 

Motivational Factor of Career Choice 

 

This part includes questions about your confidence and participation in 

different aspects of motivation. 

 

Direction: Each of the following statements are the indicator of you 

feeling towards your internship. Please read carefully and “tick” against one 

appropriate answers which you think closed to your true facts by as following: 

 

 
 
Item 
No. 

 
Statement  

 
 

Level of Opinion 

St
ro

n
gl

y 
d

is
ag

re
e 

D
is

ag
re

e 

N
eu

tr
al

 

A
gr

ee
 

St
ro

n
gl

y 
ag

re
e

1 2 3 4 5 
1 Working Expectation 

I can getting much of chance to use my 

capable. 

     

2 I am feeling a strong sense of 

accomplishment. 

     

3 I am able to improve my capability quickly.      

4 I can have opportunity to get on higher areas 

of my job. 

     

5 Achievement 

I can learn new skills on my job. 

     

6 I receive adequate recognition for doing my 

job. 

     

7 I derive standing and feel of importance 

from job. 

     

8 I feel a sense of accomplishment from 

working. 
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9 Personal Growth 

I am being fully recognized for the job I do. 

     

10 I am able to grow and develop in working.      

11 I can make more input to deciding how my 

job gets done. 

     

12 I have an important role in the job.      

13 Stimulation 

I have a lightly loaded job. 

     

14 I don’t have to work to tight deadlines.      

15 I feel having a day filled with relaxing 

atmosphere. 

     

16 I feel the job without too much pressure and 

challenging objectives. 

     

17 Job Interest 

I am having a dairy full of different 

activities. 

     

18 I am having creative work.      

19 I feel the job with promotion prospects.      

20 I feel having a job that is more like fun than 

job. 

     

21 Independence 

I can make flexible work arrangements by 

myself. 

     

22 I am free to express my ideas and opinions 

on the job. 

     

23 I am able to try out my idea.      

24  I am able to work in according with my 

principle. 

     

25 School Policies 

For the staff , the policies of work are 

favorable. 
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26 I am satisfied with the school administration.      

27 I completely understanding the vision of my 

work place. 

     

28 The policies are accessible to people.      

29 Management Structure 

I feel having efficient collaboration. 

     

30 The school is managing structuring and 

smoothness. 

     

31 I feel the structure having responsibility of 

division of individuals. 

     

32 The staffs are getting a fair remuneration.      

33 Human Relations 

I feel have a good net working condition. 

     

34 I acquire new knowledge and skills, develop 

personal potential by my colleagues. 

     

35 People at work are pretty friendly towards 

me. 

     

36 I feel all the staff operating as a part of team 

rather than an individual contributor. 

     

37 Social Status 

I gain honor and respectability in the society. 

     

38 I am getting accorded respect.      

39 I feel my job in a higher status of society.      

40 I am expected to inspire and guide people.      

41 Materials and Equipment 

The school is awareness of the importance of 

high technology. 

     

42 I have enough teaching facilities and aids.      

43 I have a comfortable accommodation for the 

job 

     

44 It  has suitable textbooks for different level.      
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45 Job Security 

I have a well-pad job with insurance. 

     

46 I have good prospects for career 

advancement. 

     

47 I have lots of career development 

opportunity. 

     

48 I am having job security and job prospects.      

49 Working Environment 

I feel positively in working atmosphere. 

     

50 I feel comfortable in my working place.       

51 I am proud to work in the pleasant working 

conditions. 

     

52 I work in a affable environment.      

53 Family 

I decide by myself to take future occupation 

up. 

     

54 My future occupation will think of my 

parents’ choice. 

     

55 My family are committed to accomplish my 

goals. 

     

56 My parents’ occupations are listenability.      

57 Peers 

I have acknowledgment by peers of efforts, 

skills. 

     

58 I will discuss with my friends about my 

future careers 

     

59 My friends can help decide about my future 

career with careful consideration . 

     

60 My friends will support me to choose the 

career that I am planning to follow. 
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Section - C 

Career Choice Scale 

 

This section includes a following questionnaire about the undergraduate 

students’ career choice that intend to continuing take their major to be a occupation or 

give up the major to work in other areas. 

 

Direction: Each of the following statements are the indicator of you 

feeling towards your internship. Please read carefully and “tick” against one 

appropriate answers which you think closed to your true facts by as following: 

 

 
Item 
No. 

 
Statement of Career Choice 

 
 

Level of Opinion 
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1 I would be satisfied doing my major in a 

career. 

     

2 I will take my major to be a career.      

3 I am willing to work in other area for good 

condition and high salary. 

     

4 I would like to plan my career in my interest 

field, not in my major. 

     

5 My family gives me many recommendation 

to choose my major and career choice. 

     

6 I feel proud of working in my major field.      

7 I have a clear plan on devoting myself to 

future career. 

     

8 Management is the first thing that I will 

consider in my career choice. 

     

9 My friend helps me a lot in choosing my 

future career. 

     

 

 

 

 

 

 
 

 

 

 

 

 

 

Copyright by Mahidol University 



Wenyi Liao  Appendices / 110 

10 I have a high requirement about the working 

atmosphere and condition. 

     

11 It’s  important for me to choose my major as 

a career with high salary and position. 

     

12 I prefer any achievements in my career as 

long as making a living. 

     

13 I prefer to work that require a high level of 

my major skill. 

     

14 I would like to do my career which I feel 

confident and relaxed rather challenging and 

hard 

     

15 It’s important for me to have a career that 

bring me prestige and recognition from 

other. 

     

 

 

Thank you for your participation in completing questionnaire 
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APPENDIX B 

PARTICIPANT INFORMATION SHEET  

 

 

In this document, there may be some statements that you do not 

understand. Please ask the principal investigator or his/her representative to give you 

explanations until they are well understood. To help your decision making in 

participating the research, you may bring this document home to read and consult your 

relatives, intimates, personal doctor or other doctor. 

 

Title of Research Project:  The Relationship Between Motivation Factors and  Future 

Career Choices by The Undergraduate Students from 

Huachiew Chalermprakiet University, Thailand                                           

Name of Researcher:          Wenyi Liao                                                                                                  

Research Site-Office and its telephone number available for contact both in and 

out of the office hours:      Mahidol University, Tel 66 2 441 9180, Fax 66 2 441 9181                        

 This research project aims to (Describe the objectives with language accessible 

to people who are not medical personnel.), which expects the following benefits: This 

research is providing more relevant information as possible in the aspects of 

motivation factors, career choice scopes, and clarify of relationship between each 

motivation factor and career choice so that to give more reference to help the 

undergraduate or graduate students well understanding the relationship between 

motivation factors and career choice. It is also assisting the undergraduate or graduate 

students, with unclear career plan and no definite direction, to ensure they receive 

appropriate career information, guidance and advice to help them more clear what 

factors should be considered when choose their future job. It is identifying the 

relationship between motivation factor and career choice and making a case study for 

future research. This study will help enrich such research in Thailand undergraduates’ 

career choice area. Also offering one reference of the field of choosing career.                            

 You are invited to participate in this research project because (Indicate 
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characteristics relevant to the research study such as coronary constriction, and 

indicate that this research is conducted to support its diagnosis or to find out an 

alternative treatment and why this is better than the existing method.) The participates 

of the research was undergraduate students in the Faculty of Liberal Arts in Huachiew 

Chalermprakiet University of Thailand,  the students in this faculty are required higher 

Chinese Language skill during their academic years. FLA is the most representative 

faculty of the Language Teaching in HCU that the graduated students have excellent 

qualities in Chinese that is the most fitted in this research.               

 There will be        201      participants, and the research will last for            

March 2018- July 2018                               

 If you decide to participation the research project, you will go through the 

following procedure. (Give a list to make the procedures easy to read. Instances are as 

follows.)  

 In case that this is a research project in the field of social or behavioral 

sciences conducting interviews, focus groups or something else, details must be given 

such as interview topics, number of interview questions, period and number of 

interview sessions. Will there be tape recording or a house visit. 

 In case that this is a research project in the field of social or behavioral 

sciences conducting interviews or distributing questionnaires, the likely risks include 

uneasiness or discomfort due to some questions. In that case, the participant has the 

right not to reply. 

 During interview/questionnaire/focus group will be record audio and notes all 

of your answers, and no record of your name or address will be kept. Information that 

would make it possible to identify you will never be including in any sort of report. 

 If you do not participate in this research project, you will receive a standard 

diagnosis and treatment. 

If you have any questions about this research please feel free to contact        

Wenyi Liao                             Telephone:          0968056750               

The participant is not response for any expense for participating in this 

research. 

 If relevant information arises about benefits and risks of the research project, 

the researcher will inform the participant immediately and without concealment. 
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 The participant’s private information will be kept confidential, it will not be 

subject to an individual disclosure, but will be included in the research report as part of 

the overall results. Individual information may be examined by a researcher, the ethics 

committee, etc. 

 The participant has the right to withdraw from the project at anytime without 

prior notice. And the refusal to participate or the withdrawal from the research project 

will not at all affect the proper service or treatment that he/she will receive. 

On the condition that I am not treated as indicated in the information sheet 

distributed to the subjects, I can contact the Chair of The Committee for Research 

Ethics (Social Sciences) at the office of MU-SSIRB, Office of Faculty of Social 

Sciences and Humanities, Mahidol University, Tel 66 2 441 9180, Fax 66 2 441 9181 

Signature……………………………………… Participant 

(…………............................................) 

Date………………........ 

Note: If the participant is a minor (under 18 years old) and this information sheet is 

read by the guardian/proxy, the 

pronoun "you" must be replaced with "the child under your guardianship" wherever 

appropriate. 
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