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Abstract
This article presents a study analyzing the rationality of the decisions made by university professors in their transition from other professions 
to the teaching career. The study analyzed 357 respondents who understand to have changed professions when deciding to pursue a career 
as a higher education professor. Four hypotheses were evaluated, establishing links among the influence of the previous profession, the 
transition drivers, the attributes of the transition, and the resources triggered by the individual on the rationality of their decisions. The 
results showed that attributes and resources influence rational decisions and choices that extrapolate rationality. Also, the lower workload 
in the current profession allows the person to identify more positively the attributes of the experienced transition. Finally, the perception of 
uncertainty in the previous profession leads to more emotional decisions and are more influenced by variations in the context. Overall, while 
current studies strongly consider emotion in the decision-making process, the findings point out that balancing rationality and subjectivity 
is important to reduce future frustration in career decisions.
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A racionalidade das decisões na transição interprofissão de professores universitários

Abstract
This article presents a study analyzing the rationality of the decisions made by university professors in their transition from other professions 
to the teaching career. The study analyzed 357 respondents who understand to have changed professions when deciding to pursue a career 
as a higher education professor. Four hypotheses were evaluated, establishing links among the influence of the previous profession, the 
transition drivers, the attributes of the transition, and the resources triggered by the individual on the rationality of their decisions. The 
results showed that attributes and resources influence rational decisions and choices that extrapolate rationality. Also, the lower workload 
in the current profession allows the person to identify more positively the attributes of the experienced transition. Finally, the perception of 
uncertainty in the previous profession leads to more emotional decisions and are more influenced by variations in the context. Overall, while 
current studies strongly consider emotion in the decision-making process, the findings point out that balancing rationality and subjectivity 
is important to reduce future frustration in career decisions.

Keywords: Career transition. Career decisions. Career management. Mid-career crisis. Career rationality.

La racionalidad de las decisiones en la transición interprofesión de profesores universitarios

Resumen
El estudio presentado en este artículo tuvo como objetivo analizar la racionalidad de las decisiones tomadas por profesores universitarios, 
en su transición de otras profesiones a la carrera docente. Se analizaron 357 encuestados, que consideraron haber cambiado de profesión 
en la época en que decidieron seguir la carrera de docentes de nivel superior. Se evaluaron cuatro hipótesis relacionando la influencia de la 
profesión anterior, de los impulsores de la transición, de los atributos de la transición y de los recursos accionados por el individuo sobre la 
racionalidad de sus decisiones. Los resultados mostraron que los atributos y los recursos influencian tanto las decisiones racionales como las 
que van más allá de la racionalidad; la menor carga de trabajo en la profesión actual permite que la persona identifique más positivamente 
los atributos de la transición que ha vivido; la percepción de la incertidumbre en la profesión anterior lleva a decisiones más emocionales y 
más condicionadas a variaciones contextuales. En general, aunque los estudios actuales consideren fuertemente la emoción en el proceso 
decisorio, para evitar frustraciones futuras es importante equilibrar la racionalidad y la subjetividad en las decisiones de carrera.
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INTRODUCTION

The study presented in this article aimed to analyze the rationality of the decisions taken by university professors in their 
transition from other professions to the teaching career. Since, according to Clarke (2013), career transitions are influenced 
by several factors, including national, cultural and political environments, only Brazilian teachers were involved in this study.

Considering the Brazilian context, Kilimnik, Reis Neto, Santos et al. (2015) claimed that higher-level teaching is an activity 
of great importance to society, while Freire and Fernandez (2015) highlighted the need to expand studies about university 
professors. The attractiveness of the academic career in Brazil is evident in the search for teacher training courses.

In 2014, the country had 383,386 professors in higher education, according to the most complete and recent Technical 
Summary with consolidated data from the Ministry of Education. Between 2004 and 2014, the number of professors with 
doctoral degrees practically doubled, with an increase of 98.7%, jumping from 22,023 to 43,531 in the private sector higher 
education institutions, and from 41,221 to 90,963 in the public sector institutions. At the master’s degree, the numbers 
jumped from 63,712 to 103,570 cases in the private sector and from 22,614 to 46,963 cases in the public sector (INEP, 2016).

Since the 1990s, the transition from other professions to higher-level teaching has been characterized by the image that, 
in the academic environment, the professional is subject to permanently changing stimuli and is seen with “autonomy and 
responsibility” (KILIMNIK, OLIVEIRA, SANT’ANNA et al., 2006). The relevance of autonomy and interactive process, which 
occurs more easily in the classroom, was also recognized by Paiva and Melo (2009) as an important incentive in the transition 
from a position in a company to a teaching career.

The image of autonomy inherent to the teaching career in contrast to the greater hierarchical control in the business field, 
is at the core of the idealization in the transition process. Oliveira, Kilimnik and Oliveira (2013) stated that there is a duality 
between working in companies and teaching, reflected by the opposition between “heaven and hell” in the perception of 
professors who were former executives. For them, the classroom is considered “magic,” a differentiated space, in which 
recognition would be perennial. The academic context has a consolidated image of “the world of knowledge and ideas,” while 
the business scenario is regarded as “the world of the market.” The student body is regarded as made of persons who have 
“different experiences” and are not regarded as “machines or computers.” The authors explain that the effects of globalization 
on the “organizational world” are at the origin of the idealized image of executives about the “academic world.”

In order to understand the transition from other professions to higher-level teaching, it is important to highlight the fact that 
career transitions promote the change of professional identity (IBARRA, 2009). Considering career transition “the period 
during which an individual is changing and redirecting his or her functions or orientations,” Louis (1980, p. 338) identified in 
the transitions between functions (or roles), the “inter-professional transitions”, which are addressed on this study, leading 
people to assume functions or roles different from the previous ones.

By making the association between career decision and career transition theories, Veloso and Dutra (2014) supported their 
arguments about the importance of studying these theories in an aggregate way in the fact that transitions involve decisions, 
and that decisions involve transitions. Career decisions have a great impact upon the lives of people and are among the most 
important choices of an individual (JUNG, PARK and RIE, 2015; VERBRUGGEN and VOS, 2016). Explicitly or implicitly, studies 
on career decisions focus on transitions (VERBRUGGGEN and VOS, 2016). Hence the importance, for the field of career 
management, of associating theories and concepts involved in these two themes, also considering the statement of Barley, 
Bechky and Milliken (2017) that it is surprising to see the lack of studies about the phenomena involving the transformations 
undergone by work and on changes in the way we work.

In view of these reflections, this article, which involves the use of decision and career transition theories to observe the way 
the movement between professions takes place, might contribute to the understanding of the transformations being currently 
experienced by work. 
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THEORETICAL FRAMEWORK

This session presents the concepts that supported the elaboration of the hypotheses and methodology upon which the 
research field was based.

Career decisions 

Hartung and Blustein (2002) attribute to Parsons (1909) the initial development of the career decision theory. Parsons described 
the main factors present in the process of choosing a vocation, which would be the greatest decision in the life of a person.  
In his view, in practice, in order to help people in their decision-making, counselors should be based on the following three 
guidelines, in a sequential manner, in which the person should: 1) “know himself or herself”; 2) “know the world of work”; 
and 3) “connect these two groups of knowledge rationally.” Parsons named this third orientation true reasoning.

According to Hartung and Blustein, when developing and testing hypotheses, theorists and researchers almost invariably use 
one or more of the elements raised by Parsons. These authors stated that the model of Parsons would be the first formal 
career decision-making model, with several researchers (e.g. KRUMBOLTZ, 1998; PHILLIPS, 1994, 1997) trying to interpret 
true reasoning, with these interpretations enabling the possibility of evolution of alternative models.

According to Murtagh, Lopes and Lyons (2011) career decision-making models might be divided into three constructs, the first 
of which is “the rational models”, which originate from the expected utility models, in which decisions are made in search of an 
optimal result.  These models might be analyzed through the scientific and normative models.  In the scientific model, which 
is based on Gelatt (1962), decisions are systematic and sequential. The normative model, in which the decisions consider all 
possible alternatives, is based on the works of Katz (1966), Pitz and Harren (1980), Gati and Asher (2001) (MURTAGH, LOPES 
and LYONS, 2011).

The normative models, according to Murtagh, Lopes and Lyons (2011), were criticized by several authors.  Kahneman, 
Slovic and Tversky (1982) stated that people may fail to follow the prescribed process, for example, when they do not 
consider all the options or misjudge the possibilities of the events. Gati (1986) criticized the need to quantify productivity 
and valence, and then to calculate the product for a very large set of alternatives, stating that this process exceeded the 
cognitive capacity of individuals. These criticisms led to the study of a second decision model category (MURTAGH, LOPES 
and LYONS, 2011). 

The second category is that of the “normative models that recognize the cognitive processes.”  These models consider the 
cognitive information processing approach, in which decisions are focused on the interests, skills, values, and also employment 
opportunities (PERDUE, REARDON and PETERSON, 2007).  According to Murtagh, Lopes and Lyons (2011), other models are 
also considered in this category. In the sequential elimination models, which are based on the works of Janis and Mann (1977) 
and Simon (1955), the decisions recognize human cognition in the search for “only satisfactory” options. The prescriptive, deep 
exploration, and choice models are based on Gati and Asher (2001) and involve decisions based on the strategy of previous 
elimination of options, not corresponding to aspects of the desired result.

The third category is that of “perspectives that go beyond rational models”. Rationality is extrapolated and psychology 
approaches are taken into account, considering that decisions are not sequential and systematic, but often creative. In this 
view, context and chance are important factors in the choices, recognizing opportunities, and attributes of the person who is 
making the decision. Thus, the decision would follow its own path, emphasizing emotional and cognitive processes (MURTAGH, 
LOPES and LYONS, 2011). 

Career management and the context of transitions

The evolution of career studies indicated, in the late 1990s and early 2000s, that organizational careers – those designed to 
consider a single employment scenario – would give room to boundaryless careers, which transcend organizational boundaries, 
and protean careers, which consider success as something “internal to the individual” or “psychological” (ARTHUR and 
ROUSSEAU, 1996; ARTHUR, INKSON and PRINGLE, 1999; HALL, 2002).
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According to Veloso and Dutra (2011), the conceptions of protean and boundaryless careers are two ways of theoretically 
considering the social and organizational changes that have brought about the need for the person to manage his or her 
own career. Kostal and Wiernik (2017) claimed that these conceptions have dominated research over the last two decades, 
being considered “the new career,” a concept that emerges in the globalized economy and considers a significant change in 
the psychological contract between employees and companies.

Since authors like Kostal and Wiernik (2017) have not dissociated new careers from the business context, it is important to 
consider the opinion of Clarke (2013), who questioned at the beginning of this decade the trends which pointed out in the 
2000s that organizational careers would lose their place in society. Upon analyzing them, Clarke promoted a systematization 
of reasoning that provided five propositions, considering that such careers: 1) may be flexible, challenging, and mobile;  
2) provide opportunities for employee development; 3) may be managed together; 4) promote balanced relationships; and 
5) may hinder mobility.

The author concluded her reflections proposing a model for the new organizational career, which combines characteristics 
of the traditional organizational careers, boundaryless careers, and protean ones. She presented the results from many 
studies, carried out in several countries, which provided evidence that “the organizational career is alive, and well” (CLARKE, 
2013, p. 688).

The view of Clarke is corroborated by the study by Veloso and Dutra about career transition. It was found that both the 
employees who were laid off and those who remained working in a financial institution after the privatization process 
experienced a major transition in their careers. These authors explained that “not even professions previously considered 
safe might be regarded as unattainable” (VELOSO and DUTRA, 2011, p. 850).

In view of the reflections held in this session, the first hypothesis of this study was elaborated, which considers the previous 
profession of the respondents:

Hypothesis 1 – There is a direct positive influence of the perception regarding the previous profession upon the rationality 
of decisions regarding the inter-professional transition.

The career transition and the mid-career crisis 

Currently, career transitions are so frequent that studies on this subject seek to reconcile several perspectives. Skilton and 
Bravo (2017), for example, mentioned the risk perceived in the transition opportunity as the central factor in the emergence 
of change intentions. Super (1990), using the theory of human development, proposed the analysis of life stages, leading to 
new understandings about career development. Oliveira, Melo-Silva and Collection (2012, p. 225) explained that the model 
of Super had as central issues “the social roles, living spaces, and stages of development, which emphasize the concepts of 
maturity and/or adaptability of careers.”

In terms of adaptability, Horst, Klehe, and Heijden (2017) explain that, faced with imminent transitions, workers need to 
adapt their careers, mastering challenges and remaining curious about professional options and alternatives. These authors 
consider, among other individual variables, age as an important influencer of adaptive responses. The study by Maddox-Daines 
(2016) on women managers in the mid-career phase, around 45 years old, revealed the importance of balancing personal 
and professional life, and of recognizing the need for commitment to achieve career balance.

These recent studies (MADDOX-DAINES, 2016; HORST, KLEHE and HEIJDEN, 2017) highlighted the growing recognition of 
career intrinsic factors as age progresses. These reflections allow us to consider that, according to Veloso (2012), one of 
the causes of professional transition might be the mid-career crisis, when the person is in the mid-career transition, at 
the age of 40.

In a broader sense, this crisis may include people who started their careers still young and have restarted studying at the age 
of 30, or workers in their 50s who experience new career perspectives, sometimes with more flexibility, seeking for different 
ways of living in the future (IBARRA, 2009).  Morison, Erickson and Dychtawald (2006, p. 2) mentioned that restlessness in the 
middle of the career is old, but its manifestations change with each generation, and today this crisis affects harder professionals 
with the following sources of frustration:

•	 Career bottleneck – competition that worries workers in the 40 to 50 year age group. 
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•	 Work/life tension – need to balance work with obligations to children and parents. 
•	 Lengthening horizon – people who have spent a lot and accumulated little need to work for many years. 
•	 Skills obsolescence – some struggle to adjust to new ways of working, and others expect working time to lead them 

to grow in their careers. 
•	 Disillusionment with employer – lack of confidence due to staff cuts or resentment of wage differences between 

positions. 
•	 Burnout - exhaustion, stress, boring and repetitive work, low energy.
•	 Career disappointment– when the role and impact of work do not correspond to the ideals and ambitions of youth.

It should be noted that the age of the mid-career crisis may presents a large variation (IBARRA, 2009), since the age of the 
career currently counts more than the chronological age of the person (HALL, 1996, 2002). In view of this possibility, the sources 
of frustration pointed out by Morison, Erickson and Dychtawald (2006) were considered as drivers of the inter-professional 
transition, which are treated in an aggregate form in the second hypothesis of this study.

At this point, it is important to point out that, when addressing such sources of frustration, Veloso (2012) mentioned the work of 
Morison, Erickson and Dychtawald (2006) to explain that some people, when going through transitions associated with the mid-career 
crisis, have particular and subjective impulses confused with changes in context that reach all careers and that also drive transitions.

At this point, it is important to point out that in addressing such sources of frustration, Veloso (2012) mentions the work of Morison, 
Erickson and Dychtawald (2006) to explain that some people, when going through transitions associated with the mid-career crisis, 
have particular and subjective impulses confused with changes in context that affect all careers and that also drive transitions.

Hypothesis 2 – There is a direct positive influence of the transition driving factors upon the rationality of decisions regarding 
the inter-professional transition.

The professional role transition and its attributes 

According to Louis (1980), people go through job transitions (or roles) when they enter or return to the workforce, take 
on a different role within the same organization, move from one organization to another, change professions, or leave the 
workforce. The transition of professional role was addressed by Nicholson and West (1989), which defined it as any major 
change in function or work context.

This type of transition was addressed by Maree (2014), who considered adaptability to be a segment of the construction of 
career theories. This author explained that adaptability, addressed by Super (1990), has a strong relationship with personal 
development actions, role transitions, and strategies to face the several transitions and rapid technological changes. Maree 
explained that Savickas (1997, 2008) regarded it as essential to cope with the transitions faced by career advisors, and in an 
appropriate way, with the changes that also occur in their own lives.

According to Ashforth (2001), the role transition is a major challenge. Regarding the nature of the changes, the author stated 
that individuals may suffer “micro transitions”, which are changes in everyday life, or “macro transitions,” which are roles 
adopted or discarded during life and which may (or not) be consistent with their career histories.

In the study presented in this article, the focus is on macro transitions which, according to Ashforth, might present the 
following attributes: 1) low magnitude versus high magnitude; 2) socially desirable versus socially undesirable; 3) voluntary 
versus involuntary; 4) predictable versus unpredictable; 5) collective versus individual; 6) long-lasting versus short-lasting; 7) 
reversible versus irreversible. These attributes are presented in scales, as a continuum, and discussed in terms of their impact 
on the difficulty and on the valence of the transition represents to the individual.

Usually, according to Ashforth, transitions present both negative and positive qualities, and the attributes affect the difficulty 
and valence of the professional role transition.  This author stated that difficulty tends to be reciprocally related to negative 
valence. It is understood, then, that a transition will generally be easier and will present more positive valence if it is of low 
magnitude, long duration, socially desirable, voluntary, predictable, collective, and reversible.  The attributes raised by Ashforth 
allowed the elaboration of the third hypothesis of this study:

Hypothesis 3 – There is a direct positive influence of the attributes of transitions upon the rationality of decisions regarding 
the inter-professional transition.
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Resources to deal with the transition

Anderson, Goodman, and Schlossberg (2012) claimed that transition is an event or a “non-event” that results in changes in 
relationships, routines, assumptions, and roles. “Non- events” are situations that one expects to happen and that have not 
occurred – for example, a promotion, whereas events are concrete situations of change. The view of the authors is represented 
by a model, System 4S (Situation; Self; Social Support; Strategies), which offers a way to identify potential resources triggered 
by the individual to deal with the transition, and considers the following factors:

•	 Situation – involves what is happening and the possibility of association of transition with multiple stressors. 
•	 Self – involves the one that is experiencing the transition and considers that each person is different in terms of 

needs and personality. 
•	 Social Support – involves the aids available for transition and is often referred to as the key to dealing with stress. 
•	 Strategies – involve the way a person handles the transition.

The resources, represented by these four factors (4S), according to Anderson, Goodman and Schlossberg (2012), explain the 
difference between people in the way they handle career transitions. Also dealing with resources, Hartung and Blustein (2002) 
explained the view of Parsons (1909) in building theory, research, and practice on career decisions. Parsons observed the need 
for the person to understand his/her own resources in order to make the decision, as a part of a clear understanding that 
the individual needs to have about himself or herself. These reflections supported the elaboration of the fourth hypothesis 
of this study:

Hypothesis 4 – There is a direct positive influence of the resources triggered by people upon the rationality of decisions 
regarding the inter-professional transition.

METHODOLOGY

A survey was conducted, in which people provided information about their behavior, beliefs, and values (GIL, 2010; SELTIZ, 
WRIGHTSMAN and COOK, 2007). For the elaboration of the research instrument, five PhD professors from different institutions, 
experts in people management, were invited to participate in a face-to-face meeting for structured methodological discussion. 
On that occasion, the discussion took place in the focal group format, lasting for three hours.

After this procedure, in order to validate the methods and the research instrument, with its 56 statements, using a Likert-
type five-point scale, a pre-test was performed with 14 professors and then final adjustments were made. In the Appendix 
(Table A), standardized factorial loads of the evaluated statements were exposed, and those highlighted in dark and coded 
were the 29 used in the final measurement model, with values above 0.4 or -0.4.  

The sample consisted of 379 university professors who underwent inter-professional transition. The main criterion 
for selection was that the person thought to have changed profession when he/she sought an academic career and 
had started to consider the higher-level teaching as his/her main profession. The size of the population could not be 
circumscribed, so a non-probabilistic sample was adopted, selected for convenience (GIL, 2010; SELTIZ, WRIGHTSMAN 
and COOK, 2007). 

As for the elaboration of the research instrument, constructs present in the literature about decision and career transition 
were initially identified. Then, indicators were developed which were the basis for the elaboration of the 56 statements of 
the collection instrument. Box 1 shows the path followed in this step.
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Box 1
Relationship among constructs, indicators and affirmatives

Constructs Indicators Reference Assertive (example)

Previous profession Overview

Flexibility

Development

Sharing

Balance

Mobility

Clarke (2013) Statement: In my previous profession...

I felt insecure professionally.

Drivers Career bottleneck

Work/life tension 

Lengthening horizon

Skills obsolescence

Disillusionment with 
employer

Burnout

Career disappointment

Morison, 
Erickson and 
Dychtawald 
(2006)

Statement: I changed my profession because...

I felt disappointed with the employer.

Transition attributes Magnitude

Social desirability

Voluntarism

Predictability

Collectivity

Duration

Reversibility

Difficulties

Valence

Ashforth 
(2001)

Statement: As for my change of profession, I feel 
that...

The change was planned by me. 

Resources to deal  
with the transition

Situation

Self

Social Support

Strategies

Anderson, 
Goodman and 
Schlossberg 
(2012)

Statement: As for the way I faced my change of 
profession, I realize that...

I supported people I could trust. 

Decisions in  
the transition

Rational

Rational/cognitive

Extrapolate rationality

Murtagh, 
Lopes and 
Lyons (2011)

Statement: To decide to change profession...

I took attitudes that followed a logical sequence.

                   Source: Elaborated by the authors.

For the collection of responses, a research assistant contacted people who were on lists of professors from various higher 
education institutions which provided the access for the researchers. When a respondent was found to be suitable to the 
characteristics of the work population, the assistant requested the answer to the electronic questionnaire and the indication 
of new respondents with the same profile. 

As shown in Box 2, preliminary, univariate, bivariate, and multivariate statistical analyzes were applied to assess the quality 
of the structural measurement model. In the analysis of the responses obtained, significant multivariate cases were assessed 
by the Mahalanobis distance and excluded from the analysis. The randomness of the omissions of the respondents was also 
observed; and therefore the missing data were also excluded. Finally, the normality of the variables was evaluated. After this 
preliminary stage, of the 379 total respondents, 22 were excluded, resulting in a sample of 357 for further analyzes.
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Box 2
Statistical analyzes used in the search

Technique Objective of the technique Premises

Analysis of missing values To analyze the cases omitted as to their frequency and 
systematicity.

Z score analysis Detect the presence of extreme univariate cases. - Scale reason.

Kolmogorov-Smirnov test To verify the univariate normality in order to choose 
the inclusion of the variables in the factorial analysis.

- Scale reason.

- KS test - H0: Distribution is 
normal; desirable not to reject 
H0; significance level: 5%

The distance calculation from 
Mahalanobis is

Detect the presence of extreme univariate cases. - Scale reason.

- Normality.

- linearity.

Pearson’s correlations To check the multicollinearity and linearity between 
the variables related to the statements about the 
perception of the working environment for factorial 
analysis. 

- Scale reason.

- univariate normality.

Frequencies analysis The profile characterization data of the respondents 
were tabulated.

Student “t” test and 
Anova: Techniques used 
to determine the mean 
difference of a dependent 
variable, considering two or 
more independent categorical 
variables.

To investigate the existence of differences in response 
patterns, according to the sociodemographic profile of 
respondents.

- Multivariate distribution of 
the dependent variables close 
to normality.

- Not existing   excessive 
multicollinearity among the 
variables.

- linearity of the relationships 
among the variables.

- desirable normality.

Exploratory factorial analysis It seeks to explore the data and the relationship 
between a set of variables, identifying correlation 
patterns.

- Scale reason.

- It does not need 
standardization.

- Absence of extreme cases.

- Correlation among variables. 

-Linearity of the 
inter-relationships. 

- Desirable, but unavoidable 
normality for large samples.

Confirmatory factorial analysis Validate the statistical adequacy of the constructs to 
the theory that is the basis of the research.

Structural model path analysis To analyze the relationship among the constructs, by 
testing the hypotheses of the research.

                  Source: Elaborated by the authors.

When analyzing Box 2, it is important to consider that there are two types of factorial analysis: the exploratory (AFE) and the 
confirmatory (AFC) analyses. Generally, AFE is used in the earliest stages of the research to explore the data. In this phase, 
the aim is to explore the relationship between a set of variables, identifying correlation patterns. In turn, AFC is used when 
the researcher is guided by a theory, testing to what extent certain variables are representative of a concept. “This technique 
does not assign variables to factors. Instead, the researcher must be able to make this designation before any results can 
be obtained.” This is an adequate technique for verifying the validity of measurement scale construct, that is, “the degree 
to which a set of measured items actually reflects the theoretical latent construct that those items should measure” (HAIR 
JUNIOR, BLACK, BABIN et al., 2009, p. 590-591).
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In turn, AFC is used when the researcher is guided by theory, testing to what extent certain variables are representative of a 
concept. “This technique does not assign variables to factors. Instead, the researcher must be able to make this designation 
before any results are obtained.” This is a suitable technique for checking the validity of measurement scale constructs, 
i.e., “the degree to which a set of measured items actually reflects the theoretical latent construct that those items should 
measure” (HAIR JUNIOR, BLACK, BABIN et al., 2009, p. 590-591).

Both AFE and AFC were considered to be adequate for the purposes of this study, in view of the theoretical framework to 
identify factors in the working environment. Cronbach’s Alpha was also calculated to verify the reliability of the measurement 
instrument, based on its internal consistency. In other words, it was tried to verify that the variables that propose to measure 
these factors produce similar results (HAIR JUNIOR, BLACK, BABIN et al., 2009). 

It was considered that both the EAF and the AFC are adequate for the purposes of this study, in view of the theoretical 
framework to identify factors of the working environment. The Cronbach alpha was also calculated to check the reliability of 
the measurement instrument, based on its internal consistency. In other words, we have tried to check whether the variables 
that intend to measure these factors produce similar results (HAIR JUNIOR, BLACK, BABIN et al., 2009).

In the modeling of structural equations, there are several indexes that evaluate the quality of adjustment of the model to 
the data and the relationship between the constructs. However, there are no indices considered ideal for evaluating a given 
model. Therefore, in the overall assessment of the model, it is important to have an overview of the various indices, not 
being restricted to a particular one. Then, three absolute adjustment indices (X ², GFI, and RMSEA) and two incremental 
adjustment indices (CFI and TLI) were used. The means of the answers of the five constructs of the research were also used, 
and univariate analysis (ANOVA) and Student’s T test were performed, considering the different characteristics of the profile 
of the respondents (HAIR JUNIOR, BLACK, BABIN et al., 2009).

ANALYSIS OF RESULTS

In the elaboration of hypotheses, there was no intention to restrict the sample in terms of age. However, the average age 
was 40 years old, representing a sample that is consistent with the period of the greatest incidence of the mid-career crisis, 
according to Icara (2009) and Morison, and Erickson and Dychtawald (2006). Profile data indicate that 72% of respondents 
are over 41 years old and 63% of respondents are male. It is noteworthy that more than 70% of respondents left the previous 
profession and started in the current profession at the beginning of this century, indicating the recent nature of this transition 
phenomenon. Most of them (54.5%) work from 21 to 40 hours; only 17.5% work more than 40 hours a week; 40% of them 
have a master’s degree and 34% doctorate, and 48% also have another paid activity.

The areas of knowledge in which respondents work in the teaching career are: administration (73.32%); psychology (4.58%); 
education (4.04%); accounting (3.77%); economics (3.23%); information technology (2.43%); law  (1.62%); communication 
(1.35%); engineering (1.35%); and other areas (4.31%).

In the initial descriptive analyzes, the dependent variables considered were the perception of the previous profession; transition 
drivers; transition attributes; resources to deal with the transition; and decisions in the transition.

The independent variables were gender; state in which the respondent works; time since he/she left the previous profession; 
type of position; bond; sector; type of company; schooling before the change. Among them, the only one that presented 
significant mean differences between the analyzed bands was the period that the person left the previous profession. The 
others did not present such differences (p < 0.05) in any of the five dependent variables of the research.

Regarding the time since the respondents left the previous profession, significant differences were observed in two variables: 
the one related to perception of the “previous profession” (F = 2.49, p < 0.05) and “drivers” (F = 6.80, p < 0.01). In the variable 
about the “previous profession”, respondents from the 2011 to 2015 presented a more positive means than respondents 
from 2001 to 2005 (2.70) and from 1975 to 2000 (2.64).

In the variable “drivers”, respondents who left the previous profession between 2011 and 2015 presented a higher average 
(3.47) than those from 1975 to 2000 (3.22). It is then observed that, between 2011 and 2015, the “new organizational 
careers” of  Clarke (2013) were probably already more consolidated in Brazil, and that the perception about the previous 
profession may have contributed to the decision of the respondents to change their profession. The drivers associated with 
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the mid-career crisis (MORISON, ERICKSON and DYCHTAWALD, 2006) might also have become more meaningful to the public 
who has changed their profession more recently, as respondents who started working in the current profession between 
2011 and 2015 (F = 5.72, p < 0.01) also have higher averages (3.17) in the variable “thrust pieces” than the respondents from 
1975 to 2000 (2.65) and from 2001 to 2005 (2.75).

Respondents aged 25 to 40 years have higher averages (2.99) than those aged over 50 years (2.71) for the variable “drivers” 
(F = 3.01, p < 0.05). It is therefore observed that these impulses also made a difference to the younger age group, showing 
that the sources of frustration, which caused the mid-career crisis, may determine transitions from the age of 25.

The educational level also counts on the variable “drivers,” since professionals with educational training up to the level of 
specialization, which was the lowest level measured in the research (F = 4.03, p < 0.01), present a higher average (3.09) for 
this variable than those with post-doctorate (2.50).

People with a working hour of 1 to 10 hours per week have higher averages (3.21) for the variable “attributes” (F = 2.67, 
p < 0.01) than respondents who worked more than 40 hours (3.43). The attributes of Ashforth (2001) – in this case those 
associated with transition planning – made more sense for respondents who have a lower workload.

Measurement and structural model

Table 1 shows the means, standard deviations, reliability indices, and correlations between all variables included in the study.  
These correlations evidenced the relevance of the proposed measurement model.  It is noted that all variables exhibited 
significant correlations between the pairs.

Table 1
Mean, standard deviation, correlations, and reliability.

Variable ª M DP 1 2 3 4 5

1- Previous profession 3.32 0.60 0.60
2 - Transitional drivers 2.82 0.84 0.50** 0.71
3- Decisions in the transition 2.93 0.44 0.40** 0.61** 0.67
4- Transition attributes 3.38 0.40 0.42** 0.52** 0.64** 0.62
5- Resources to deal with the transition 4.08 0.44 0.47** 0.37** 0.41** 0.50** 0.77

Source: Elaborated by the authors.
Note:
ªN = 357. Cronbach›s Alpha reliability Indices (α) are diagonally across the matrix. 
M=Mean; DP=standard deviation.
** p < 0.01

Based on the analysis of the results presented in Table 1, the presence of moderate correlation variables was observed. 
Therefore, at first, from the perception of respondents, the variables under analysis are correlated. The variables “drivers” 
and “resources to deal with the transition” have presented satisfactory Cronbach’s alpha reliability indices (above 0.7), while 
the variables “previous profession”, “decisions in the transition,” and “attributes of the transition” are close to this parameter.

The highest average was that of the variable “resources to deal with the transition” (4.08), which indicates that the respondents 
have perceived the availability of resources in order to change profession. In turn, the lower average of the “drivers of the 
transition” (2.82) revealed a reduced perception about the effect of the impulses considered in this study on the transition. 
The mean of 3.38 and the lower standard deviation (0.40) of the variable of the “attributes of the transition” show less 
variability of responses about the decision being made voluntarily or unintentionally by the respondent. The averages of 3.32 
and 2.93 for the variables “previous profession” and “decisions in transition,” respectively, indicate a balance of discordant 
and concordant perceptions about these aspects of the this investigation.

Both EAF and the AFC were adequate for the purposes of this study, in view of the theoretical framework that aimed to identify 
the factors of the working environment. The Cronbach’s alpha was also calculated to check the reliability of the measuring 
instrument, based on its internal consistency. In other words, we sought to check whether the variables that intend to measure 
these factors produce similar results (HAIR JUNIOR, BLACK, BABIN et al., 2009).
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The quality measurements of the exploratory factorial analysis KMO (0.75), MSAs (> 0.5) and Bartlett’s test (p = 0.01) were 
satisfactory, indicating the adequacy of this technique for the research variables.

The extraction of the factors was performed using the method of the main axes, with oblique rotation. It was possible to verify, 
by means of the eigenvalues (> 1), the probable existence of eighteen variables, an amount outside the initially foreseen in 
the theoretical model. Subsequently, we have tried to restrict the number of variables to the five variables supported by the 
theoretical framework of this study and by the validation performed with the experts in the pre-test phase of the instrument. 
The explained variance added to the five factors was 63.47.

In the overall assessment of the model, it is necessary to have an overview of the various indices, not being restricted to a 
particular one.  The indices used in this study were three regarding of absolute adjustment (X ², GFI, and RMSEA) and two of 
incremental adjustment (CFI and TLI). The value of the chi-square (X²) was sensitive to large sample sizes and the number of 
variables observed, which may reduce the adjustment of a model for reasons that may not be truly detrimental to its overall 
validity. Therefore, in models that present between 12 and 30 observed variables and samples greater than 250, p-significant 
values might be expected (HAIR JUNIOR, BLACK, BABIN et al., 2009).

According to Hair Junior, Black, Babin et al. (2009), other commonly used absolute adjustment indices are goodness of fit Index 
(GFI), whose reference value is 0.9, and Root mean Square Error of approximation (RMSEA), with a reference value between 
0.05 and 0.08. The following incremental adjustment indices were used for comparison of competing models: Comparative 
fit Index (CFI), whose reference value is 0.9; and Tucker-Lewis Index (TLI), used to compare models with different variable 
numbers, in which models with smaller values are the most adjusted.

In Table 2, the adjustment statistics for the measurement model are presented.  The indexes show that the proposed 
measurement adjustment obtained the following adjustment indices for the data:  X² (1474, N = 357 ) = 3798.25 , p  0.01 , 
X² / df = 2.58, GFI = 0.80 , CFI = 0.75 , RMSEA = 0.07 , TLI = 0.65 ), with significant X² value.  Thus, the model was adjusted, 
selecting the commands with factor loads higher than 0.4 or -0.4, representing a total choice of 29 statements among the 
56 measured. The proportion of total respondents (357) by observed variables was of 12 respondents per statement, in 
accordance with the recommendations of Hair Junior, Black, Babin et al. (2009).

Table 2
Measurement model statistics

Measurement models tested χ² Df χ² / df ∆ χ² GFI CFI RMSEA TLI

Five-factor model 3798.25** 1474 2.58 -2741.0 0.80 0.75 0.07 0.65

Five-factor model  (adjusted) 1057.25** 393 2.69 0.91 0.90 0.06 0.89

Independent model 6157.67** 1540 3.99 -5100.42** 0.50 - 0.09 -

Two-factor model 1476.49** 402 3.67 -419.24** 0.79 0.62 0.08 0.58

One -factor model 1556.62** 403 3.86 -499.37** 0.75 0.56 0.09 0.52

Source: Elaborated by the authors.
Note:
** p < 0.01

The need for the separation of the variable “decisions in transition” into two variables, called “rational decisions” and 
“decisions that extrapolate rationality,” was identified, and the contents of the variable “decisions” was verified. With this, it 
was possible to obtain the model with the best indicators X² (393, N = 357) = 1057.25, (P 0.01, X² / df = 2.70, GFI = 0.91, CFI 
= 0.90, RMSEA = 0.06, TLI = 0.89).  

Following the recommendations of Hair Junior, Black, Babin et al. (2009) and Kline (2005), competing models were tested, 
in addition to the one proposed by the study. First, there was a comparison with the independent model. Then, a two-factor 
model was tested, in which the four factors attributed to career transition (drivers, decision, attributes, and resources) were 
grouped into one factor – the other referred to perception about the previous profession. On the other hand, the second 
model test grouped the five proposed factors into only one factor. Considering the satisfactory adjustment of the measurement 
model, the same strategy followed in the structural model of comparison with an adjusted model and another competitor. 
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According to Table 3, the theoretically proposed model presented the following X² adjustment indices (399, N = 357). = 1025.70, 
(p 0.01, X² / df = 2.57, GFI = 0.90, CFI = 0.88, RMSEA = 0.07, TLI = 0.87).  However, in this model, no significant influence  
(p <0.05) of the perception of transition drivers (β = -0.04) were detected in the transition decision. For this reason, the 
model was adjusted, considering the driver factors as having an influence on perception about the previous profession, thus 
obtaining a positive influence in the latter, and better X² adjustment indexes (398, N = 357 ) = 999.06 , p  0.01 , X² / df = 2.51, 
GFI = 0.92 , CFI = 0.90 , RMSEA = 0.06 , TLI = 0.89 . 

Table 3
Structural statistical model 

Tested structural models  χ² df χ² / df ∆ χ² GFI CFI RMSEA TLI

Proposed model  1025.70 399 2.57 - 0.90 0.88 0.07 0.87

Adjusted model 999.06** 398 2.51 0.92 0.90 0.06 0.89

Competitor model 1431.69** 403 3.55 ** 0.78 0.63 0.08 0.59

Source: Elaborated by the authors.
Note:
** p < 0.01

The competing model in which the transition decision influenced all the other variables (previous profession, attributes, 
impulses, and transition resources) presented the worst X² indices (357, N = 800 ) = 1.431.67 , (p  0.01 , X² / df = 3.55, GFI = 
0.78 , CFI = 0.63 , RMSEA = 0.08 , TLI = 0.59 ).  The most credible model was then considered among the tested ones and may 
be observed in Figure 1.

Figure 1
Adjusted structural model

Source: Elaborated by the authors.
Note: 
** p < 0.01
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According to Hair Junior, Black, Babin et al. (2009, p. 609), “the results of confirmatory factor analysis suggest that relevant 
modifications should be reassessed with a new data set.” For the purpose of reapplication and adjustments of the final 
instrument of the research and to verify the reliability of the results, the questionnaire, with its 29 statements validated in 
the main study, was applied again for a second sample of 100 professors. 

The characteristics of this second sample were: an average age of 48 years; 96% were active in the State of São Paulo; 60% 
men and 40% women; 77% were engaged in more than one profession parallel to the teaching career, with a predominant 
area of administration (62%). The means and standard deviations of the 29 statements allocated in the five variables were 
obtained and Cronbach’s reliability indices were calculated, in which four of the five constructs were satisfactory, being close 
to or above the reference value of 0.7. 

Analysis of hypotheses

The results herein presented partially confirmed hypothesis 1, that is, perception of the previous profession has a direct 
influence only on decisions that extrapolate rationality (β = 0.32, p < 0.01). As Murtagh, Lopes and Lyons (2011) explained, 
this type of decision involves more subjectivity and has the context as something essential.  Therefore, the view about the 
previous profession, if considered as a contextual factor in the transition, certainly influences the way the person feels about 
career changes, also affecting the most emotional forms of decision-making. 

In hypotheses 3 and 4, the transition attributes (β = 0.41, p > 0.01) and the resources to deal with the transition (β = 0.34, 
p > 0.01) have positively influenced rational decisions in transition, however, presented a negative influence upon decisions 
that extrapolate rationality. In the analysis of these two hypotheses, it was possible to realize that the variation of transition 
situations affects the way in which the person makes his or her decisions. In this sense, Ashforth (2001) explained that 
transitions affect people in different ways, depending on the nature and on the attributes of change. Whereas Anderson, 
Goodman, and Schlossberg (2012) already stated that the individual always triggers resources to deal with the transition, 
from this analysis, it was possible to deduce that the positive attributes of the transition and the resources that the person 
brings to this moment also make the decisions more rational and probably more planned.

When analyzing the drivers of the transition, a direct positive influence on the perception about the previous (β = 0.51, p > 
0.01) and an indirect positive (β = 0.16, p > 0.01) about the decisions profession in transition was detected, when related to 
extrapolation of rationality. Therefore, it was only possible to partially confirm hypothesis 2. The influence of the transition 
drivers  on the perception of the previous profession and the influence of this vision on decisions that extrapolate rationality 
are a phenomenon that reveals that career frustration (MORISON, ERICKSON and DYCHTAWALD, 2006) and the perception 
about the context in which the transition took place (MURTAGH, LOPES and LYONS, 2011) have the potential to determine the 
occurrence of more subjective decisions in the transition, due to the emotional burden associated with certain work situations. 

In general, it was found that there is direct influence of the previous profession, resources and attributes in the decisions that 
extrapolate rationality. Whereas the attributes (β = -0.30, p > 0.01) and the resources (β = -0.45, p > 0.01) positively affect 
rational decisions during the transition, however, they negatively influence decisions that extrapolate rationality.

DISCUSSION OF RESULTS

In this work, the association of inter-professional transition with the rationality of decisions allowed the construction of a 
model that demonstrates that the way in which inter-professional transition happens in terms of resources and attributes 
influences both rational decisions and those that extrapolate rationality. However, the perception of the previous profession 
influences decisions that extrapolate rationality more than rational decisions. It was possible to observe that the drivers 
have the indirect potential to explain the rationality of the decisions, since they interfere with the perception of the previous 
profession. It was then noted that frustrations with the previous profession drive people to make the transition, leading them 
to make fewer rational decisions.

This model clarifies the rationality of decision-making in the career transition and leads to the analysis that when people 
regard the situation of the previous profession with uncertainty, they tend to make more emotional decisions and are subject 
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to contextual variations. However, by realizing that they have the necessary resources and by looking at the positive attributes 
of the transition, they can make more rational and less impulsive decisions.

The importance of rational career decisions has a great impact on the lives of people and is among the most important 
choices of an individual (JUNG, PARK and RIE, 2015; VERBRUGGEN and VOS, 2016). Based on the results of this research, it 
is possible to infer that the moment that the person experiences, both at work and outside of it, must be carefully evaluated 
in the planning of professional changes. 

In terms of context, it has been noted that there are differences between the most recent and the oldest transitions. The 
perception of the previous profession more focused on the new organizational careers proposed by Clarke (2013) was more 
prevalent for the public with more recent transition. This result shows that the work scenario in Brazil no longer considers 
organizational careers in the traditional sense but tends to consider them in the direction of more flexible and less stable jobs. 
The university-level academic career then receives workers who no longer experienced stability in their previous profession.

The previous professional situation is related to the choice of the next profession and, especially, to the emotions that involve 
the process of career change, represented by the decisions that extrapolate rationality. As for this result, the guidelines of 
Clarke (2013) on the current situation of organizational careers show the importance of analyzing the career context that is 
to be left behind before deciding for change, checking the strengths and weaknesses of the working situation. The lack of 
evaluation of the reasons that led to the will to change and the negative view on the current professional situation can lead 
the person to make decisions driven by emotions, leading to future misunderstandings.

It was found that the youngest public, aged 25 to 40 years, as well as the professors with less education, had their profession 
change more driven by the sources of frustration described by Morison, Erickson and Dychtawald (2006). The results obtained 
can help to expand the age range of studies in the mid-career crisis and to reaffirm that such frustrations can be related to 
the worker’s lack of investment in his or her professional training. It is possible to infer that younger workers are attracted to 
the academic career in Brazil because they experience in their previous professional situation involving imbalance between 
personal and professional life; lack of prospects; disappointment with their career; and exhaustion (MORISON, ERICKSON 
and DYCHTAWALD, 2006).

The fact that people with lower weekly working hours perceive more positively the attributes of the transition than those 
with higher working hours may indicate that the greater availability of time may favor the elaboration of a more structured 
transition planning. By associating the “time” with the resources analyzed by Anderson, Goodman and Schlossberg (2012), 
it is possible to suggest that, in order not to increase the difficulty inherent in career changes, a survey of the resources that 
will be activated in the transition process will be carried out. In addition to the financial ones, which need to be carefully 
analyzed, the psychological ones must not be neglected. 

CONCLUSIONS

The study of transitions contributes to the understanding of the evolution of societies, their institutions, mobility, job redesign, 
and organizational change (NICHOLSON, 1984). Thus, it is important to understand a latent phenomenon in Brazil, which is the 
migration of people from other professions to university-level teaching (KILIMNIK, REIS NETO, SANTOS et al., 2015; FREITAS 
and FERNANDES, 2015). 

The central objective of the research – to analyze the rationality of the decisions made by university professors in their 
transition from other professions to the teaching career – was accomplished by analyzing 357 responses to a questionnaire 
that was subsequently applied to a hundred new respondents. The statistical analyzes carried out allowed the understanding 
of several influences upon the rationality of inter-professional transitions. 

From the analysis of hypotheses, it was possible to understand that career decisions involve several factors, some of them 
contextual. It is relevant to notice the fact that people who felt insecure about their previous profession tended to make 
transition decisions less rationality-oriented. It also represents an important research finding the result that people with a 
lower current workload felt more gratified by their decision to join the academic career. These data enabled us to identify 
risks of transitions based on the illusion that permeates certain professions and on the fear of losing employment. There 
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are also risks for transitions leading to professions where the workload is excessive, because this characteristic of the new 
occupation has the potential to elicit some repentance regarding the change that has taken place. 

The area of people management needs new studies that contribute to reconcile the objectives of professionals with the goals 
of the organization. This alignment depends, among other factors, on how much people feel cared for at their career moment. 
Considering that some of the professionals surveyed came from companies, and understanding what led these people to 
leave their jobs may help us to decipher this phenomenon of professional migration and to promote retention attitudes. So, 
the results about the drivers of the transition deserve attention, because in this research, they were based on the sources of 
frustration with the previous profession, determined by Morison, Erickson and Dychtawald (2006). At this point, it is possible 
to consider that there is a lower limit in the tolerance of people to deal with such frustrations today, because they have been 
a great driving force for professors who have recently made transitions.

For people, the results indicate the importance of undertaking an analysis of the transition situation itself (ASHFORTH, 
2001), because desirable features of change – for example, the positive view that society has about that transition – have 
the potential to deliver more rational decisions. It is also essential to search for resources of self-knowledge, social support, 
situation analysis, and strategy definition (ANDERSON, GOODMAN and SCHLOSSBERG, 2012). These actions might favor the 
balance between rational decision-making and the more subjective decisions, because these resources stimulate the rationality 
of decisions. However, when they are not present, decisions tend to be more subjective, implying risks to the future of the 
person in the new profession.

The assessment in this research of the importance of the resources provided by the individual during the transition to more 
rational decision making indicates the need to plan this moment of the career. Despite the observation by Ibarra (2009) 
that the strategies for changes are not conventional and that the transition itself leads to self-knowledge; such planning is 
likely an important determinant of the success of a person in the new profession. For companies and career management 
professionals, the relevance of the allowance to professional guidance programs is emphasized as a support required for 
people to deal with transitions.

Today, there is a social appeal for professionals to build their careers more independently from organizations, but the ways 
through which people can make changes in their professional life are not clear. Understanding how some individuals have 
made career changes may help others to become more autonomous in their decisions, especially at critical moments in their 
careers. Recent studies show the importance that the issues studied in this research may have for career management (e.g. 
AYOOBZADEH, 2017; SKILTON and BRAVO, 2017). Thus, the association between transitions and decisions in a statistically 
tested conceptual model has the potential to contribute to the literature about these two themes. 

As a limitation, since the research is classified as a cross-sectional study, it is not possible to accurately identify the occurrence 
of cause and effect between the situation of the respondent in the previous profession and his or her situation during the 
career transition. Therefore, it must be recognized that the results may have common method bias problems (PODSAKOFF, 
MACKENZIE and PODSAKOFF, 2003). For future studies, investigations about the specificities of the constructs discussed 
here are recommended, such as the analyses of the impacts of the different drivers (burnout, disillusionment with employer, 
work/life tension, etc.) on the rationality of the transition. In addition, interviews that allow a deeper understanding of the 
phenomena analyzed in this article are recommended.
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APPENDIX

Table A
Standardized factorial loads

Statement Factorial loads

atrib.trans: The change was planned by me. 0.86
imp.: I felt exhausted 0.74
imp.: I felt disappointed with the employer. 0.70
rec.: I have taken concrete steps to deal with the situation 0.68
atrib.trans: The choice was mine 0.62
rec.: I sought the necessary information to address the changes 0.58
prof. ant: My relationship with the employer was secondary for me to continue 
in employment

0.55

rec.: The reasons for the change were clear to me 0.52
rec.: The transition took place within my limits of overshoot 0.50
rec.: The change was consistent with my values 0.50
prof.ant: I felt insecure professionally. 0.50
rec.: I looked at the situation in an optimistic way 0.50
d. rac: I considered all possible alternatives 0.47
imp.: I wanted to better balance work with my personal life 0.45
d. rac: I took attitudes that followed a logical sequence. 0.43
imp.: My work was incompatible with the dreams I had in youth 0.43
prof.ant: I thought about bringing about constant changes in my career 0.42
rec.: I have taken attitudes to deal with the situation 0.42
rec.: I was in control of the situation 0.42
rec.: I supported people I could trust. 0.41
rec.: The affection I received from the closest people was an important support 0.40
d.rac: I thought long before acting 0.40

After the change, I continued to be a person committed to my work 0.38

I had all the resources I needed to make the change 0.38
By the age I had, I felt that my ability to be competitive in that profession was 
running out

0.36

I believed that my employability in that profession was insufficient to work 
until retirement

0.35

I used the experience I had with similar changes to face the situation 0.34
My studies were insufficient to grow in career 0.32
The employer’s investments in my career were indifferent to me 0.32
I felt that my career had possibilities to change 0.31
My spirituality helped me to face the situation 0.31
I started to give more value to things not related to work 0.28
I looked for activities that would help me deal with the stress of change 0.28
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Statement Factorial loads

The change was positive for me. 0.28
I only took attitudes that could bring me positive results 0.25
With or without promotions, I developed my career 0.12
The change was easy for me. 0.11
At the time, my personal life was quiet 0.11
He took advantage of the opportunities offered by the employer when they 
corresponded to what I wanted for my career

0.11

My current profession causes more admiration to people 0.07
Other people went through the same change with me 0.06
I considered my feelings to take attitudes 0.05
What I do today is similar to what I did before 0.04
I used my creativity to take attitudes 0.04
I tried to conform to the situation -0.01
The time to adapt to the new profession was long -0.03
I considered the possibility to come back to work in the previous profession -0.12
I have interpreted the available information in my own way -0.16
I was in doubt if I was doing the right thing -0.19
d.ext.rac: I ignored the possibility of taking certain attitudes, even knowing that 
they could bring good results

-0.45

d.ext.rac: The help of my self-knowledge was small -0.55
d.ext.rac: I thought little about the consequences of what I was doing -0.58
d.ext.rac I have taken some action just to seize the opportunity -0.59
d.ext.rac: I have taken unconscious attitudes -0.62
d.ext.rac: I rejected the possibility of planning -0.70
d.ext.rac: I have taken various attitudes by chance -0.74

Source: Elaborated by the authors.
Note: atrib.trans = Transition attributes / imp. = Drivers / rec = Resources / prof.ant = Previous profession / D. rac = Rational 
decisions / d.ext.rac = Decisions that extrapolate rationality.
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