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Abstract
Objective: The exigency for higher education to exhibit outcomes aligning with career competencies 
has intensified, driven by external pressures favoring job-specific training. Amidst shifting career 
tendencies of Generations Y and Z and the advent of artificial intelligence-led automation, the 
valuation of different college majors has come under scrutiny. This study aims to dissect the prevailing 
assumptions and explore the satisfaction and career commitment levels among individuals with career-
focused degrees.

Methods: Utilizing a mixed-methods approach, the study delves into the relationships among areas 
of study, career commitment, self-esteem, and self-efficacy among alumni from a private Midwestern 
liberal arts college. Instruments like Core Self-Evaluations, Career Commitment, and Career 
Reconsiderations facilitated data collection from graduates over the past three decades.

Results: Findings underscore higher career connectedness for Arts and Humanities and Physical 
and Social Sciences graduates compared to Business majors. Conversely, Business majors exhibited 
a significant surge in career reconsideration, suggesting a potential disconnect or regret among this 
cohort, possibly owing to the dynamic nature of the business field.

Conclusion: The data advocates for a recalibrated approach in vocational guidance aligning with 
educational majors, promoting data-informed decision-making among stakeholders. The variation in 
career connectedness and reconsideration across different study fields necessitates a nuanced approach 
in educational and vocational counseling to enhance alignment with long-term career satisfaction and 
commitment, preparing students aptly for the evolving job market landscape.

Keywords: alumni, career connectedness, higher education, employability, major selection, career 
commitment, self-esteem, self-efficacy
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1 INTRODUCTION
Career development is no longer a linear trajectory[1]. 

There are many variables that affect when, where, and how 
individuals enter the workforce and how long they stay. 
In fact, even in the college environment, most students 
now take a non-direct path to graduation. A non-linear 
progression has also been highlighted in research and the 
news recently with the belief that younger generations, 
starting with Millennials, change careers earlier and more 
frequently, leading to a labor shortage in many areas[2,3]. 
Recently, another trend has emerged that concerns 
employers known as “quiet quitting”[4]. Employees are 
more often electing to not go beyond their assigned duties 
and will not answer weekend emails or opt to take on extra 
work outside of their regular duties has been cited among 
Gen Z. The struggle to attract and retain young talent has 
serious economic consequences when turnover is high[5]. 
The commitment that workers have regarding their chosen 
career paths is thus crucial to both workers and employers. 
Workers who report high levels of reconsideration and 
low levels of commitment in their careers will lead to 
increased labor shortages, requiring industry-academia 
collaborations[6].

At the same time, higher education has received 
increased pressure to demonstrate measurable outcomes 
directly tied to career competencies[7]. The return on 
investment for getting a college degree is increasingly tied 
to employability and salary after graduation, and students 
and their families are making that known[8]. On the other 
hand, job satisfaction has recently increased in importance 
for Gen Z, while being cost-conscious, rank having 
meaningful work higher than previous generations[9]. 
Therefore, in offering educational and vocational guidance 
to students looking to select a major in college, one 
must consider both the projected salary associated with 
majors and job satisfaction. Unfortunately, the vocational 
mindset that has recently dominated discussions on higher 
education tends to only focus on the former variable[10]. At 
the same time, as college graduates continue to rank job 
placement among the top motivators for pursuing a degree, 
there exists two competing higher educational models: 
(1) the traditional liberal arts approach that focuses on 
lifelong value and transferable skills, and (2) vocationally 
focused training in job-specific information that leads to 
more immediate career applicability[11]. These seemingly 
incompatible approaches have placed increased scrutiny 
on the value of non-vocational majors, such as those in the 
Humanities and Social Sciences[12,13]. 

Economic and political pressure has led to a rethinking 
of what a college degree should be[14]. However, recent 

market research has brought the “crisis” full circle and with 
the coming changes to work spurred on by automation 
and artificial intelligence, the most in-demand skills 
are no longer job-specific but are instead “durable” and 
“transferable”. Students today will be expected to retool, 
learn new skills for jobs that do not yet exist[15-17]. But even 
if institutions made retooling and upskilling central to all 
degrees, the selection of majors (and often, simultaneously, 
careers) must be made at a critical stage of identity devel- 
opment for students. If not able to explore options and 
understand commitment, degrees with a greater share of 
identity foreclosure will become disillusioned about their 
career selection and, therefore, less committed over time[18]. 
An example of the phenomenon can be seen in the current 
teacher shortage, as record numbers of educators leave 
the profession[19]. A recent study confirms that the level 
of burnout among professional teachers is related to the 
feeling of self-effectiveness and the level of job satisfaction. 
Such satisfaction likewise was reported in self-efficacy 
assessment and had a statistically significant impact[20]. 
Given that a college major can provide a person with a 
sense of identity and purpose, major selection needs to be 
carefully considered. Many students report developing a 
strong sense of identity through their college major, and this 
can shape their career commitment[21].

There are multiple variables that lead to strong com- 
mitment and satisfaction in a chosen career[22]. As self-
assessment of self-efficacy leads to higher self-esteem 
and job satisfaction, so do these factors improve career 
commitment and reduce career reconsideration and 
identity foreclosure[23]. Given the current “crisis” of 
higher education and worker shortage, these variables 
should be considered within the context of academia and 
how improved job satisfaction may be achieved. One 
consideration is to explore the relationship between college 
major selection and career commitment, and, alternatively, 
career reconsideration. As such, this study of alumni 
from a private Midwestern liberal arts college looks at the 
career trajectories and self-reported assessment of career 
commitment, self-esteem and self-efficacy of graduates 
from the last three decades through measurement of Core 
Self-Evaluations (CSE), Career Commitment, and Career 
Reconsiderations instruments. The authors hypothesized 
that older individuals would be more connected with 
their careers, showing more commitment and less 
reconsideration. As well, the study seeks to determine if 
there were differences between major areas of study on 
these variables. Results indicate a higher level of long-
term satisfaction with major selection, career commitment 
and lower career reconsideration in degrees traditionally 
associated with the Humanities and Social Sciences. On 
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the other hand, majors in Business fields reported the 
highest level of career reconsideration and the lowest career 
commitment. Data reported from the study should inform 
educational and vocational guidance to prepare students 
and other constituents for the best outcomes associated 
with job satisfaction, life-long learning, and future skills 
development to prepare for the current market and 
disruptive changes in the labor force on the horizon.

In light of the evolving dynamics of higher education 
and the current labor market, this study endeavors to 
unravel the nuanced interplay between college major 
selection and subsequent career commitment and 
reconsideration. Drawing from previous literature, we posit 
that self-efficacy and self-esteem, pivotal in bolstering 
job satisfaction, might hold the keys to nurturing career 
commitment and mitigating career reconsideration and 
identity foreclosure. By delving into the career trajectories 
and self-reported assessments of career commitment, 
self-esteem, and self-efficacy of alumni spanning three 
decades from a private Midwestern liberal arts college, 
we aim to illumine the potentially enduring impact 
of college major selection on career satisfaction and 
commitment. In the face of a speculated higher education 
“crisis” and a palpable worker shortage, our study seeks 
to contribute to a deeper understanding of how academic 
pathways might influence long-term career satisfaction 
and commitment. Specifically, our inquiries are twofold: 
firstly, we hypothesize that older individuals would exhibit 
a stronger connection to their careers, reflecting higher 
levels of commitment and lower tendencies toward career 
reconsideration. Secondly, we endeavor to discern whether 
differences exist between major areas of study in terms of 
career commitment and reconsideration. Through the lens 
of CSE, Career Commitment, and Career Reconsiderations 
instruments, our exploration seeks to shed light on the 
pivotal yet complex relationship between academic pursuits 
and career satisfaction. The insights garnered from our 
investigation are envisaged to inform educational and 
vocational guidance practices, with the ultimate goal of 
equipping students and other stakeholders to navigate the 
intricacies of job satisfaction, lifelong learning, and future 
skills development in anticipation of the disruptive changes 
beckoning in the labor market.

2 LITERATURE REVIEW
2.1 College Major

The impact of college major selection on career 
commitment is complex and includes many variables. 
Research has demonstrated that while experiences vary 
widely, a college major may help shape career goals and 
commitments of students. In terms of vocational skills and 
aptitude, a college major can provide a person with the 
knowledge and skills needed to pursue a particular career. 
Students may gravitate towards a particular career and be 
committed simply because they have the necessary skills 

and knowledge from their studies to succeed[24]. Studies 
have also confirmed that college major selection can 
provide a person with a sense of direction and purpose. 
Many people choose a college major because it aligns with 
their interests, values, and goals, which may help encourage 
greater career commitment and pursuit of a related field[25]. 
Finally, a sense of identity may be developed during 
a formative time in cognitive and social development 
through major selection. Individuals report developing a 
strong sense of identity through their chosen major as this 
may influence academic cohort, social relationships, and 
commitment to causes associated with the field[21].

Given the potential future impact the selection of a field 
of study in college has, the value of different college majors 
has never been more hotly debated[26]. Top 10 rankings 
abound on which degrees college-bound students should 
pursue and these often focus on career outcomes, starting 
salaries and job growth in the market[27]. But satisfaction 
regarding major selection is not always restricted by such 
rankings. Studies of retention and persistence during 
matriculation have noted many variables associated with 
degree selection and satisfaction. In their analysis, Ramos[28] 
distilled non-intellective variables of academic performance 
into five classes, which included motivational factors, self-
regulatory strategies, approaches to learning, personality 
traits, and psychosocial factors. The areas identified 
represent educational or psychological intervention 
opportunities that may enhance student satisfaction and 
engagement in their selected major of study, which can 
include study strategies and approaches to learning. Zeng 
et al.[29] likewise discussed career construction theory as 
an appropriate framework to better understand career 
outcomes in three areas that include life themes, career 
adaptability, and vocational personality. Success and long-
term satisfaction in one’s career depend upon more than 
salary and are inherently influenced by psychological 
disposition and character traits, as well as environmental 
factors. These various dimensions directly impact how 
committed students will be in their future careers and if (or 
how much) they regret their major selection.

International programs were among the first to actively 
integrate career readiness skills into postsecondary 
curriculum. For instance, Clarke[30] reported on how the 
UK began embedding career-readiness outcomes into 
their degrees due to employers and government agencies 
alike. Postsecondary institutions have adopted numerous 
skills-based learning outcomes that are aimed at improving 
graduate employability and outcomes. Experiential learning 
is also common with many institutions including internships 
and international study as part of their programs to improve 
employment opportunities. Such approaches to improve 
graduate employability does not, however, take into account 
other very important factors. As such Clarke drew on broader 
employability research and created a framework with 
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six areas that include: individual behaviors, labor market 
factors, social capital, human capital, individual attributes, 
and perceived employability. The multi-faceted approach 
to career readiness was echoed in the study by Yavuz et 
al.[31] where students from the United States and Turkey 
were evaluated based on career readiness. The study found 
that such readiness includes many factors, such as familial 
socio-economic status, perception of college, academic 
achievement, and gender. Such studies, while insightful, 
overlook considerations of the value of the metacognitive 
and durable skills developed through certain fields.

Recent research has demonstrated that to support 
satisfaction in degree selection, and promote the durable 
skill lifelong learning, skills-focused training may not be 
ideal. For instance, Detweiler[32] recently completed an 
extensive, longitudinal study of the value of the liberal arts, 
and argues that the skills gained from such an education are 
not job specific. Whereas other countries, especially India 
where the focus has historically been on engineering and 
technology universities, focuses on training for industry-
specific skills, what differentiates US colleges would 
be the liberal arts foundation. Detweiler argues that this 
focus, when tracing the lives and careers of majors from 
these areas, can use their skills and transfer them to new 
situations, jobs, and challenges. Through the educational 
ecology of purpose, content and context, Detweiler argues 
that the values and habits of mind instilled by the liberal 
arts leads to lifelong learning and cultural involvement 
after surveying 1,000 college graduates from a range of 
colleges and universities. Comparing vocational to non-
vocational majors, the greatest impact can be seen in 
business / accounting majors, who were 29% less likely 
to be continuing learners, and social science majors, who 
had a 36% greater probability of being continuing learners. 
The integration of humanities was also significant in that 
29% had a higher probability of being continuing learners 
if these issues were in most of their classes, regardless of 
the field. Engaging pedagogy is also an important factor 
as 23-25% had a higher probability of becoming lifelong 
learners if they took seminars or smaller discussion-
based courses earlier in their college careers. In essence, 
students who major in non-vocational degrees, Detweiler 
argues, are better prepared to be successful in an uncertain 
and changing future. But what are the specific elements 
that affect performance and satisfaction with those that 
have the ability to have high career commitment through 
adaptability? 

2.2 Career Adaptability
Research has identified several variables that lead 

to successful career adaptability. Mainga et al.[33], for 
instance, defined such adaptability in terms of beliefs, 
competencies, and attitudes in four distinct areas that 
include instilling a positive concern for one’s future career, 
ensuring individuals have volitional control of that future, 

fostering a sense of curiosity about what may happen in 
the future, and bolstering personal confidence to achieve 
those future scenarios. When discussing so-called “non-
intellective” factors that influence motivation and future 
career adaptability, the authors points to the importance of 
students’ capacity to manage their studies, including time 
management. As relayed in the career construction theory, 
optimism related to one’s future career is a non-intellective 
motivational factor that reflects expectations of the best 
possible outcome[34]. Therefore, a student who has optimism 
in their future career will more enthusiastically engage 
in their studies in an attempt to impact that future career 
scenario. These students often demonstrate higher levels 
of satisfaction in both their studies and career selection. 
Such satisfaction and career commitment have been found 
to be related to individual psychological disposition and 
personality types.

2.3 Psychological Disposition
Regardless of aptitude and alignment of interest, career 

commitment is also predicated on individual disposition. 
Research has emphasized the role personality factors 
play in predicting job performance[35], career success[36], 
organizational citizenship behavior[37], employee engage- 
ment[38], burnout[39], and psychological contract[40]. Several 
studies have tried to investigate the relationship between 
personality disposition and work-related outcomes. 
However, there remains few studies, especially on the 
association of personality factors with career commitment. 
As noted, volitional control of one’s future is central to 
keeping employees motivated in their careers and several 
personality dispositional variables influence this, including 
a perceived internal locus of control[41]. These qualities have 
been demonstrated to improve adaptability in one’s work 
life. For instance, Borg et al.[42] studied the construct of 
adaptability in work contexts using a conceptual approach 
in Australian organizations. Through the theory and work 
adjustment theory, the researchers looked at adaptable 
behaviors as being either tolerant, reactive, or proactive, 
reactive. Both self-reported behaviors and supervisor-ratings 
were used to investigate whether self-efficacy was related to 
adaptative work performance[43]. Other data was collected 
on work-requirements and biodata, and personality and 
cognitive flexibility traits. Findings confirmed that adaptive 
performance was related to an individual having self-
efficacy for adaptable behavior.

Similar results[44,45] were also reported in the significance 
of Adaptability and Openness from several other studies. 
For instance, Christensen et al.[46] address the criticism 
that the Openness to Experience personality dimension 
lacks consideration as independent from other accepted 
personality constructs. To investigate if Openness is, in fact, 
an independent trait, the research team used psychometric 
tests on college students that were not major in psychology 
and confirmed status as an independent personality area. 
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More recently, Ocampo et al.[47] offer insight as their study 
determined that Openness is a significant predictor of 
all dimensions of career commitment, including career 
planning, career resilience, and career identity. Investigating 
Indian firms, Patel et al.[48] also found that conscientiousness 
was a very significant predictor, but only of career identity. 
In terms of the other Big Five personality dimension of 
Agreeableness was found to have a positive impact on 
career planning. As such, the characteristic of agreeableness 
enhanced employees with aspects of their career planning. 
Results are confirmed by other studies that found conscient- 
iousness, agreeableness, extraversion, openness, and 
emotional stability affect the relationship between non-
cognitive ability and career success[49].

2.4 Major Satisfaction & Career Satisfaction
Other studies have found a relationship between satis- 

faction with major selection and later career satisfaction. 
For example, Hamzah et al.[50] investigated psychological 
predictors of academic major satisfaction and career 
adaptability. Citing earlier work by Savckas[51] and the 
career construction theory, Hamzah et al. noted that career 
adaptability and vocational personality lead to positive 
career satisfaction. In the study, the consideration of 
vocational personality was associated as the Big Five’s 
conscientiousness, while career adaptability was seen to 
relate as self-efficacy and career optimism. The resulting 
model suggests that career optimism supports a positive 
relationship between major selection and satisfaction 
and conscientiousness. Findings reflect earlier research 
on academic performance and personality traits[52,53]. 
Furthermore, results underscore the important role 
played by optimism in leading to general satisfaction 
with one’s career, and psychometric properties of the 
Career Adapt-Abilities Scale (CAAS). The relationship of 
CAAS to adaptivity should also be noted, which includes 
proactive personality, career optimism and learning goal 
orientation[54].

Again, optimism is important, but having an internal 
locus of control is significant. As such, other studies 
have focused on volitional autonomy in relation to major 
satisfaction. For instance, Schenkenfelder et al.[55] turned 
to self-determination theory (SDT) in order to better 
understand the relationship between environmental 
variables in college, such as faculty, staff, and peer 
support, and major selection and satisfaction. Using 
SDT, researchers hypothesized that students’ perceived 
competence, relatedness, and volitional autonomy would 
affect perceptions of and satisfaction with peer and faculty 
support and satisfaction with their majors. Results indicate 
that, in fact, the amount of perceived support students have 
in their major impacts student perception of competence 
in their degree and studies, relatedness in their major, and 
their experience of volitional autonomy in their major. The 
most important finding from the study was that volitional 

autonomy in a major was found to be the most important 
factor in mediating the relationship between faculty support 
and major satisfaction. As such, SDT may be used as a 
framework to better understand the relationship between 
faculty and peer support, psychological needs, and major 
satisfaction.

2.5 Career Commitment
Taken together, the variables that are important for career 

commitment include major selection satisfaction, specific 
psychological dispositions, career adaptability, and identity 
alignment. As such, Lee et al.[56] studied vocational identity 
and how it develops within the interplay between content 
dimensions and process in a three-part longitudinal study. 
Identity process dimensions were investigated and how 
these and career goals are interconnected in a diachronic 
fashion. More specifically the study looked at how 
identification with commitment, exploration, self-doubt and 
flexibility were influenced by intrinsic and extrinsic goals. 
Respondents were postsecondary students from South 
Korea, who rated their values associated with career goals 
using the Vocational Identity Status Assessment. Results 
indicate that students who have strong intrinsic career 
goals have a better identification with commitment overall. 
Moreover, self-doubt had a negative effect on intrinsic 
career goals and intrinsic career goals positively impacted 
in-depth exploration. Therefore, there is a reciprocal 
relationship between intrinsic career goals and commitment 
associated with identity dimension and between vocational 
identity process and career goals.

The relationship between intrinsic career goals and 
identity has been further addressed in studies that relay 
subject evaluation of career success. Van der Heijden et 
al.[57] focused their study on career success and the role 
played by higher education. More specifically, researchers 
focused on the relationship between career commitment, 
considering subjective and objective career success, and 
the role played by employability. Respondents included 
staff at a Dutch university and reported that, in fact, career 
commitment was especially related to three of the five 
dimensions of employability: corporate sense, personal 
flexibility, and anticipation and optimization. Most 
important were corporate sense and personal flexibility in 
mediating the relationship between objective career success 
and career commitment. The study reinforces earlier 
findings[58] where participation by employees in developing 
competency was found to be positively associated with 
workers’ perceptions of employability.

The importance of self-efficacy and volition on career 
commitment and success continues to be investigated. For 
instance, Kusluvan et al.[59] analyzed the often-overlooked 
part played by occupational self-esteem as a mediator 
between career commitment and perceived occupational 
stigma. In other words, if the academic major being pursued 
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leads to an occupation or career that is undervalued, then 
there will be a negative impact on career commitment. In 
this study, undergraduate students majoring in tourism and 
hospitality management reported being negatively impacted 
by the stigma associated with their degree, leading to 
lower career commitment. On the other hand, occupational 
self-esteem positively affects career commitment and 
can mitigate occupational stigma. Interestingly, the effect 
occupational stigma can have on career commitment is not 
related to an individual’s level of occupational self-esteem. 
Such research has practical implications for academic major 
selection and occupational stigma should be addressed at 
the faculty-level to improve future career commitment.

Finally, Tresi and Mihelič[60] researched the role gender 
and family dynamics had on career commitment and 
confirms that career decisions and attitudes are influenced 
both by professional and domestic dynamics. The 
differences between career commitment and career identity 
were investigated, while self-efficacy was considered a 
moderating variable in cases of employees with differing 
family dynamics. Gender differences were also considered 
and whether those impacted career commitment. The results 
show that self-efficacy was more important for female 
respondents than males. Moreover, female employees 
who were married or cohabitating and/or married and 
cohabitating with dependents in their households were 
significantly impacted regarding self-efficacy, whereas only 
males with dependents were. The results are noteworthy 
as they support previous research into the association of 
gender with career satisfaction[61,62]. As will be discussed 
shortly, the gender differences in self-reported experiences 
among respondents were the most significant differentiator 
with regards to career commitment and reconsideration as 
opposed to age or other demographic indicators. 

3 METHODS
The mixed-methods study included data from surveys 

collected from alumni who graduated between 1970-
2021 from a private, four-year, liberal arts institution 
in the suburban ring of St. Louis, Missouri. Out of 136 
respondents, 123 answered questions past the consent 
form. Out of those 12,397 completed the entire study 
and were used in the analyses. The sample represented 
alumni who graduated with undergraduate degrees (n=64), 
graduate degrees (n=14), and both types of degrees (n=19). 
Student major area of study was refined into four areas, 
including Business (n=26), Education (n=11), Physical & 
Social Sciences (n=33), Arts and Humanities (n=25) and 2 
respondents that did not report. More women (n=74) than 
men (n=23) responded where a majority of age ranges were 
18-24 (17.5%), 25-34 (49.5%), and 35-44 (15.5%). 

The purpose of the project was to assess the career 
trajectory of alumni over the past three decades and the 
perceptions of career connectedness and reconsideration 

with regards to self-efficacy and self-esteem. The 
Vocational Identity Assessment Status (VISA) was utilized 
as a survey instrument and includes 30 items, with 10 items 
in each of the subscales of career exploration, commitment, 
and reconsideration. However, for the purposes of the 
study, only the subscales of career commitment and career 
reconsideration were used. All VISA questions were 
rated on a five-point Likert scale ranging from 1 (strongly 
disagree) to 5 (strongly agree). Finally, subscale scores 
were averaged across the 10 items. The next instrument to 
be used was the CSE Scale, which is a 12-item measure 
of concepts linked with self-esteem and self-efficacy but 
applied to work situations. Participants of such studies rate 
each statement on a five-point Likert scale ranging from 1 
(strongly disagree) to 5 (strongly agree), where six of the 
items are reverse scored. In the study under discussion, 
average scores were calculated per participant after reverse 
scoring was carried out.

The survey was distributed in the late spring and early 
summer of 2022 where alumni were contacted through 
their emails in the alumni office and posted on various 
social media accounts (like Facebook) with a link to online 
survey. The survey was available for approximately four 
months and all data were collected using Qualtrics to 
ensure anonymity of responses. These results were sorted 
based on demographics (e.g., age, gender, major, modality, 
and first-generation, veteran, student athlete and student 
worker statuses) and data were exported for the survey 
system. Descriptive statistics were calculated and used for 
comparisons between groups and presented below.

4 RESULTS
4.1 Demographic Considerations

The study examined the perspectives of faculty, 
graduate, and undergraduate students at a mid-sized private 
university for patterns and experiences. Special attention 
was paid to where and how durable skills were developed 
in curricular, co-curricular and / or extra-curricular activities 
while attending college.

The respondents were represented in the following age 
groups (Figure 1) and graduation years (Figure 2). The ages 
of respondents were 47.97% 25-47 years of age; 16.26% 
35-44; 14.6% 18-24; 8.94% 45-54; and 6.50% 65 and older. 
The majority of respondents graduated in 2019 (14.88%), 
followed by 2021 (13.22%), 2018 (12.40%), 2020 (9.92%), 
2017 (8.26%), and so on at 5% and below thereafter. The 
racial background of participants was homogonous where 
a majority reported being White or Caucasian (86.6%). 
Other represented backgrounds include Black or African-
American (9.3%), Hispanic or Latinx (6%), American 
Indian, Alaskan Native, Native Hawaiian or Pacific Islander 
(2.1%) and Asian (1%). In addition, international students 
composed 10.3% of the respondents. Student athletes 
represented 34% of the sample, while 66% of participants 
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indicated they held campus employment.

4.2 Research Questions
4.2.1 Differences in Gender and Age

The study sought to determine if there were statistically 
significant differences between ages and genders with 
regards to career commitment and / or reconsideration. 
Results in the variable of gender indicate that women were 
higher than men in career reconsideration and men in CSE. 
Both men and women were high in career commitment 
(Ms=4-4.11, SDs=0.54-0.73), but not significantly different 
from each other, t95=0.61, P=0.54, d=0.15. Women 
(M=2.42, SD=0.77) were statistically significantly higher 
than men (M=2.06, SD=0.68) on career reconsideration, 
t(95)=2.02, P=0.46, d=0.48. In an opposite trend, men 
(M=4.14, SD=0.43) scored significantly higher with CSE 
than women (M=3.78, SD=0.68), t(58.88)=3.05, P=0.003, 
d=0.58. Regarding the consideration of age as a variable, 

univariate ANOVAs were conducted to see if the groupings 
differed on the constructs of career commitment, career 
reconsideration, and CSE, but none of the age groups were 
significantly different from each other (Ps>0.35). In this 
instance, the results indicated that age was not a determining 
factor, despite recent research on career commitment.

4.2.2 Differences in Major Selection
The study sought also to determine if there were statis- 

tically significant differences between major selection with 
regards to career commitment and / or reconsideration 
(Table 1). In reviewing responses, a univariate ANOVA was 
conducted to see if each of the four major areas of study 
differed in career commitment, career reconsideration, 
and CSE. The four major areas per the respondents were 
Business, Education, Physical & Social Sciences, and 
Arts and Humanities. Of note, there was a statistically 
significant difference between the areas of study for career 

Figure 1. Age Groups of Alumni Respondents.

Figure 2. Graduation Years of Alumni Respondents.
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commitment, F (3, 91)=3.03, P=0.03, partial eta2 = 0.09, 
where there were significantly lower commitment ratings 
reported from Business areas (M=3.72, SD=0.7) than 
Physical & Social Sciences (M=4.08, SD=0.72) and Arts 
& Humanities (M=4.28, SD=0.56) (Figure 3A). All other 
comparisons were not significantly different on career 
commitment. There was a marginally significant difference 
between the areas of study for career reconsideration, F 
(3, 91)=2.443.03, P=0.07, partial eta2 =0.075 (Figure 3B). 
Post hoc analyses revealed that the Business areas (M=2.67, 

SD=0.81) reported significantly higher reconsideration 
ratings than Physical & Social Sciences (M=2.27, SD=0.72) 
and Arts & Humanities (M=2.14, SD=0.76). All other 
comparisons were not significantly different on career 
reconsideration. There were not significant differences 
between four major areas of study and levels of CSE, F 
(3, 91)=0.34, P=0.8. In summary, the areas that reported 
the highest career commitment were Arts and Humanities 
followed by Social Sciences and the highest career 
reconsideration were Business followed by Education.

Table 1. P-value for Analysis

Variable F(3, 91) P-value Partial η² Significant Differences

Career Commitment 3.03 0.03 0.09 Business < Physical & Social Sciences, Business < Arts & Humanities

Career Reconsideration 2.44 0.07 0.075 Business > Physical & Social Sciences, Business > Arts & Humanities

Figure 3. Differences in Major Selection. A: Career Commitment by Major Area of Study; B: Career Reconsideration by Major 
Areas of Study.

A

B
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5 DISCUSSION
The study explored the relationship between college 

major selection and subsequent career commitment, 
accentuated by the contemporary pressures favoring job-
specific training in higher education. The findings revealed 
a discernible pattern, opening avenues for a deeper 
examination of the prevailing assumptions concerning the 
valuation of different college majors, particularly in the 
context of long-term career commitment and satisfaction. 
The data portrays a scenario where alumni from the Arts 
and Humanities, and Physical and Social Sciences majors 
exhibit higher career commitment when compared to 
Business majors. Concurrently, a higher tendency towards 
career reconsideration was observed among Business 
majors. This suggests that the rapidly evolving nature of 
fields like Business might contribute to a less stable career 
trajectory, potentially leading to higher levels of career 
reconsideration. Conversely, majors traditionally perceived 
as less vocationally direct appear to foster a stronger bond 
between individuals and their careers, possibly due to a 
deeper alignment with personal values or interests.

Transitioning into the realm of limitations, the study, 
while shedding light on significant patterns, was not without 
its constraints. The sample size, although respectable, 
represents a small fraction of the broader alumni population, 
which might limit the generalizability of the findings. 
Furthermore, the gender imbalance and the predominance 
of White or Caucasian respondents in the sample could 
potentially introduce bias, thereby possibly affecting the 
accuracy and representativeness of the data. The reliance on 
self-reported measures also opens the door for biases such 
as social desirability or recall bias, which could affect the 
accuracy of the data. Additionally, the temporal breadth of 
the study, encompassing a wide range of graduation years, 
hints at a potential disconnect given the dynamic nature of 
both the job market and higher education over time. The 
choice of instruments, while robust, leaves a trail of what-
ifs, hinting at potentially unexplored facets of the research 
questions due to the exclusion of certain subscales and the 
absence of other potentially relevant measures.

In light of the findings and acknowledged limitations, 
the study propels us towards recommendations that hold 
promise for fostering a more nuanced and holistic approach 
in educational-vocational guidance. The findings call for a 
re-evaluation of educational-vocational guidance practices. 
There’s an imperative need for educational institutions to 
transition towards a more holistic guidance approach that 
transcends the immediate goal of job-market readiness 
to embrace broader life and career aspirations. This 
approach could potentially promote a more sustainable 
career engagement among students across all majors. 
Moreover, the discourse among policy makers should 
broaden to appreciate the long-term value of a diverse 
educational landscape that nurtures not only job-specific 

skills but also the personal and societal benefits of a well-
rounded education. Furthermore, subsequent studies could 
delve deeper, enriched by larger, more diverse samples, 
longitudinal designs, and a broader spectrum of measures 
to provide a richer understanding of the phenomena under 
investigation, thereby contributing to a more balanced and 
informed discourse in educational-vocational guidance.

6 CONCLUSION
The results from the study confirm the need for a 

reconsideration of the current framing of major selection 
and educational and vocational guidance. While the 
results did not find that age differences on the CSE, Career 
Commitment, and Career Reconsiderations instruments 
were significant, differences between major areas of 
study and gender were. Echoing previous research, career 
commitment and reconsideration should involve metrics 
beyond current major rankings and projected career 
outcomes to encapsulate projected employment satisfaction 
and reduce turnover. While there was no significant 
difference between major selection and career confidence 
and confidence, commitment and reconsideration in the 
study is notable. Psychological disposition and career 
adaptability may be considerations for career counselors 
to take into account. Optimistic students that are interested 
in their career future will more readily apply themselves 
to their studies, which is a predictor of future career 
satisfaction and success. Moreover, the values behind degree 
selection need be considered as those in this study may lead 
to greater meaningful employment experiences, reported 
as important for the youngest generations[5]. Degrees that 
inherently focus on the human condition and addressing 
wicked problems (e.g., Social Sciences and Humanities) 
may attract more altruistic individuals[63] and thus more 
commitment to the perceived mission in the values of those 
careers. On the other hand, if degree selection is motivated 
purely by economic factors, a higher percentage of identity 
foreclosure is likely[18]. Therefore, the results of career 
commitment in degrees that are values-oriented instead 
of vocational may be expected. A further consideration 
of gender needs to be addressed. Reflecting research in 
many areas, the familial and social expectations that differ 
between traditional genders can also be seen in the results of 
this study in that men reported higher confidence in career 
competence scoring than women[61,62]. Given the career 
trajectory differences between the genders, exasperated by 
the pandemic, the direct promotion trajectory in a single 
career is upheld with the results, whereas the need to move 
between degree fields and reconsider careers is more 
common in women[64,65]. Recommendations for future study 
include further refinement of an instrument that carefully 
considers gender differences and emerging major fields of 
study.
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