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ABSTRACT 

This study was an initial attempt at precisely conceptualizing and measuring role 

modeling, and exploring the correlates, direct benefits, and career outcomes of role 

modeling for professionals. As such these results begin to address the question of whether 

more successful people engage in role modeling differently than less successful people. I 

developed two key dimensions of role modeling, motivational and imitative role 

modeling, and presented a conceptual framework that demonstrates the relationship 

between these dimensions and the direct benefits and career outcomes of role modeling. 

Although other categorizations of role models have been studied, these two dimensions 

captured the essential processes involved in one’s cognitions about social interactions 

with, or observations of, role models. A sample of 301 professionals was surveyed at two 

points in time. As to answering the question, “Do successful people use role models 

differently than less successful people?” the data suggests that they do when it comes to 

immediate benefits and subjective career outcomes. This study found that role modeling 

was more strongly related to subjective career outcomes such as perceived career success 

and career satisfaction than to objective career success, as well as the proximal benefits 

of role modeling such as work-related learning, personal skill development, and career 

motivation.
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CHAPTER 1: INTRODUCTION 

 

“The popularity of the concept has been inversely related to its clarity.  

There has not been any systematic and sustained inquiry into 

 the concept of role model.” (Addis, 1996, p. 1467-1468.) 

 

Everyone knows what a role model is and both the popular media and the 

scholarly view suggest that role models are important to individuals’ career development 

(Hall, 1976; Speizer, 1981). From educators to government figureheads, people proclaim 

the need for more role models to inspire our youth, minorities, and women for higher 

achievement (Ehrenberg, 1995; Karunanayake & Nauta, 2004; Ruhe & Allen, 1999), and 

stress the importance of role models as moral exemplars to shape our society and 

encourage ethical conduct in organizations (Moberg, 2000; Perry & Nixon, 2005; 

Weaver, Trevino, & Agle, 2005). But how much do we really know about role modeling 

and the benefits from it? The term role model has become more of a cultural cliché than a 

well-understood concept (Lockwood & Kunda, 1997). Given the consistent speculation 

that role models are beneficial, surprisingly little is known about the dynamics of this 

potentially career enhancing relationship.  

Often the assumptions concerning role models, both popular and scholarly, are 

not grounded in empirical evidence (Addis, 1996). As Speizer wrote, “despite their 

almost universal acceptance, there is very little supportive evidence for their validity” 

(1981, p. 712) suggesting that what we know about role models is nothing more than 
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commonly held beliefs that have not been verified (Cole & Barber, 2003). Her writings, 

along with those of several other scholars (Addis, 1996, Cole & Barber, 2003) have 

reiterated that previous role model research has been largely qualitative using small 

sample sizes or has not been methodologically sound. In other words, systematic research 

is needed to begin to either confirm or refute our commonly held beliefs about role 

models.   

It has long been suggested that role models may have an impact on career choice 

(Basow & Howe, 1979; Nauta & Kokaly, 2001; Quimby & DeSantis, 2006) and levels of 

career aspiration (Nauta, Epperson, & Kahn, 1998). Recent findings even suggest that 

role models may have a profound influence on individuals’ career achievement which has 

caused scholars to urge further investigation (Cotton, Shen, & Livne-Tarandach, 2011). 

For the past 30 years, scholars have made calls for future studies that examine the impact 

of role models on professional development and career outcomes (Douvan, 1976; Gibson, 

2004; Javidan, Bemmels, Stratton-Devine, & Dastmalchian, 1995; Murphy & Kram, 

2010). Despite the scholarly calls, research specifically aimed at understanding the 

relationship between an individual’s use of role models and career outcomes remains 

limited.   

 The purpose of this dissertation was to explore the correlates, benefits, and career 

outcomes of role modeling by professionals. In other words, do successful people engage 

in role modeling differently than less successful people? Do they make use of different 

kinds of role modeling or types of role models? In the first chapter, this dissertation 

provided an overview of the various definitions for role model and distinguishes role 

modeling from other developmental relationships. The second chapter provided a review 
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of the literature on different aspects of role modeling and the extent and clarity to which 

they have been studied, while also providing a review of supporting theory. In the third 

chapter, I proposed two key dimensions of role modeling based upon previous scholars’ 

conceptualizations and research. I then presented a conceptual framework that 

demonstrates the relationship between these dimensions and the direct benefits and career 

outcomes of role modeling. Although other categorizations of role models have been 

studied, the two dimensions capture the essential processes involved in one’s cognitions 

about social interactions with, or observations of, role models. Next, I presented 

hypotheses to examine the relationships between role modeling and the proximal benefits 

received, as well as distal benefits such as objective and subjective career outcomes. The 

third chapter concluded with research questions that explore the demographic correlates 

of role modeling and benefits and career outcomes individuals report receiving from 

different types of role models (e.g. historical figure, celebrity, professional referent). In 

the fourth chapter, I outlined the methodology, sample, and analyses for testing these 

hypotheses. In the fifth chapter I reported the results of these hypotheses tests. Finally, in 

the sixth chapter I discussed these results and the implications for theory and practice. 

 

Defining ‘Role Model’ 

Gibson and colleagues (2003, 2004) attribute the limited amount of organizational 

research focusing on role models to the lack of definitional precision, explaining that the 

construct has been inconsistently used and loosely defined. Often the role model research 

provides no definition for the term role model and/or has been used interchangeably with 

‘advisor’, ‘coach’, ‘mentor’, and ‘sponsor’.  
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Most research has focused on “who” a role model is rather than what impact the 

role model has on an individual. For example, studies have examined what makes a good 

role model or who individuals choose as role models (Javidan, et al., 1995). In the careers 

literature, studies have primarily examined the impact of role models on career choice 

(Almquist & Angrist, 1971, 1975; Basow & Howe, 1980). Within the organizational 

sciences a few studies have examined how role models influence identity construction 

and role transitions (Ibarra, 1999; Pratt, Rockmann, & Kauffman, 2006; Singh, 

Vinnicombe, & James, 2006). These approaches assume that role models occupy 

prominent positions such as mentor, supervisor, and teacher and studies have been based 

on these assumptions. Due to those assumptions, a large part of role model research lacks 

an explicit definition of role model.   

When definitions for role model are offered, there is some disagreement about the 

nature of the relationship being examined. For example, some researchers have explicitly 

stated that an active relationship between the role model and observer must exist (Gilbert, 

Gallessich, & Evans, 1983), while others have stated that an interpersonal relationship 

between observer and model is not required (Johnson, Rose, & Schlosser, 2007). In role 

modeling research, when no definition is provided, research participants must rely on 

their own schema of what a role model is when responding to questions. To demonstrate 

this point, Cole and Barber (2003) conducted a study that examined the relationship 

between college faculty as role models and students’ career aspirations and found that 

students defined ‘role model’ in significantly different ways.  Similarly, researchers may 

also use their own schema of what a role model is when designing laboratory studies that 

present ‘role models’ to research participants. This is problematic because people hold 
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different meanings for the term ‘role model’ which may result in many different kinds of 

role model relationships being included in the study.  Lack of definitional precision 

causes confusion as to what relationship is actually being examined and as a result may 

influence research outcomes.   

Scholars have stressed the importance of clearly defining relationship-oriented 

constructs to ensure that the same construct is being measured across studies (Haggard, 

Dougherty, Turban, and Wilbanks, 2011). In response to these issues, Gibson (2003, 

2004) called for reinvigorating the role model construct and defined ‘role model’ as a 

person(s) an individual perceives to be similar to some extent, and because of that 

similarity, the individual desires to emulate (or specifically avoid) aspects of that 

person’s attributes or behaviors. This dissertation adopts a similar, but slightly modified, 

version of this definition by defining ‘role model’ as a person an individual identifies 

with in some way and may desire to emulate (or avoid). This definition allows for the 

observer to select a role model without acknowledging similarity, and yet still desires to 

emulate the model partially or completely.   

 

Differentiating ‘Role Model’ from Other Developmental Relationships 

In the careers and organizational sciences literature, the role model phenomenon 

is examined in several different research streams. Each research stream conceptualizes 

role models differently. For example, mentoring research conceptualizes role modeling as 

a component of the mentoring relationship (Kram, 1985), the developmental network 

literature conceptualizes role models as part of an individual's developmental network 

(Cotton, et al., 2011; Murphy & Kram, 2010), and recently a research stream has 
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emerged that solely focuses on role models (Gibson, 2004). The different 

conceptualizations of ‘role model’ are reviewed here. 

Of all the developmental relationship research, mentoring has gained the most 

attention with role modeling conceptualized as a component of psychosocial mentoring 

functions (Kram, 1985). Therefore, most of what we know about role modeling in an 

organizational context comes from the mentoring literature. Mentoring has traditionally 

been defined as a relationship between an older, more experienced mentor and a younger, 

less experienced protégé for the purpose of helping and developing the protégé’s career 

(Kram, 1985).  The mentor relationship is described as providing two developmental 

functions: career-related support and psychosocial support.  Career-related functions 

include coaching, providing exposure and visibility, sponsorship, and challenging 

assignments.  Psychosocial functions include role modeling, acceptance and 

confirmation, counseling, and friendship.  

Using the traditional mentoring framework, role modeling is considered to serve a 

psychosocial (versus career) function of mentoring that helps the protégé develop a sense 

of competence, confidence, and effectiveness in a specific role through the process of 

vicarious learning. Most mentoring research supports this framework; however, research 

findings suggest that role modeling could potentially be considered a third function of 

mentoring, rather than a sub-dimension of psychosocial mentoring (Burke, 1984; 

Scandura, 1992; Scandura & Viator, 1994).  In a study conducted by Kram (1985) role 

modeling was the most frequently reported psychosocial function provided by mentors.  

Paludi, Waite, Roberson, and Jones (1988) found that study participants were able to 

distinguish between the mentor and role model relationships and viewed mentors as being 
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supportive and caring, while role models were viewed as individuals the respondents 

admired and wished to emulate. These research findings suggest that in addition to being 

part of the support provided by the mentoring relationship, role modeling is also a distinct 

construct. 

As an extension of mentoring research, scholars have identified developmental 

networks as a comprehensive way to examine all of the individuals that provide 

developmental support to an individual. Results from a recent study found role models to 

be part of a person’s developmental network and that virtual role models or role models 

one has not met were also considered to provide important developmental support 

(Cotton, et al., 2011, Dobrow, Chandler, Murphy, & Kram, 2012, Murphy & Kram, 

2010). This inclusion allows for both close and distant role models to be considered 

developers in the network. For example, Cotton and colleagues (2011) collected data 

from Baseball Hall of Fame induction speeches to examine the developmental networks 

of individuals with outstanding career achievement and found that role models and virtual 

developers (with no direct contact) contributed to an individual’s career success. 

The lack of definitional precision characterizing the mentoring and role modeling 

literature poses a challenge for researchers who desire to make a distinction between 

these different kinds of developmental relationships. However, a few scholars have made 

a distinction between role models and mentors and a small research stream is emerging. 

To provide a clear distinction Gibson (2004) identified six key differences between a 

mentor and role model: 1) the defining process, 2) potential number, 3) attributes sought 

in the target by the individual, 4) length of interaction between parties, 5) flexibility in 

selection and 6) awareness. The defining process for a mentor is interaction and 
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involvement and is based on advancing the individual’s career, whereas the defining 

process for a role model is identification based on perceived similarity and desire to 

increase similarity by the observer. The potential number of mentors an individual has 

typically consists of one or two primary mentor(s), and possibly additional secondary 

mentors (Kram, 1985).  The potential number of role models an individual seeks out can 

consist of multiple role models for a variety of purposes. Mentors are generally sought 

for career and psychosocial functions, whereas role models are generally sought for 

defining one’s self-concept and role expectations. The duration of a primary mentor-

protégé relationship is typically longer than a role model-observer relationship because 

an actual relationship is established between the mentor and protégé.  The mentor and 

protégé are both explicitly aware of the relationship, whereas that is not an essential 

component for the role model and observer.   

In addition, Eby, Rhodes, and Allen (2007) outlined some conceptual similarities 

and differences between the mentor-protégé relationship and the role model-observer 

relationship. As for similarities, both relationships can potentially have a broad scope of 

influence in a wide range of contexts, may be initiated formally or informally, and can 

consist of a small to large power difference between individuals. The two relationships 

differ with respect to the degree of mutuality, relational closeness, and level of interaction 

between individuals. In other words, the mentoring-protégé relationship may share some 

degree of mutuality with both parties giving effort, the degree of relational closeness may 

range from low to high, and it is essential for the mentor and protégé to interact. 

However, the role model-observer relationship requires no mutuality, no relational 

closeness, or interaction between parties.   



 

9 
 

These key differences allow role models to be viewed very differently than 

mentors. For example, an individual may have many different role models. The 

relationship may be close or non-existent. The role model could be anyone and could 

range from a supervisor, to a celebrity, to even a fictitious individual. To summarize the 

differences, role models are distinct from primary mentors in these keys aspects: role 

models can be real or imagined and it is not necessary for a relationship to exist between 

the role model and observer. 

This dissertation brings together diverse theory and research to extend the role 

modeling literature in the following ways. Conceptually a definition has been provided 

by Gibson and colleagues and distinctions from other developmental relationships have 

now been made. Empirically, however, a consistent definition for role model has not yet 

been operationalized and therefore little quantitative research has been conducted. 

Fortunately, there is a strong theory base and previous qualitative data has been provided. 

Building on diverse role modeling (Gibson, 2004; Merton, 1957) and mentoring literature 

(Kram, 1985), supporting theory (Bandura, 1977, 1986;  Foote, 1951; Kelman, 1961), 

and considering additional work on behavioral modeling training  (Decker, 1980, 1984; 

Goldstein & Sorcher, 1974), this study attempted to better understand role modeling in 

the context of careers.  

 

Do Role Models Matter? 

This dissertation examined the relationship between professionals’ reports of their 

use of role modeling and both proximal and distal career outcomes in the following ways.  

Role modeling is conceptualized using two dimensions that capture the two key 
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components of the cognitive process of role modeling, motivation/inspiration and 

imitation. In addition to conceptualizing role modeling in two dimensions, this study 

provided a clear definition for ‘role model’ and operationalized the same definition 

within the study. By doing so, this research provided definitional accuracy and 

consistency for the term ‘role model’ in quantitative research. 

This study was the first attempt at presenting a conceptual framework for the 

relationship between role modeling and both proximal and distal outcomes. The proximal 

benefits of role modeling that were explored, such as work-related learning, professional 

skill development, career motivation, and professional identity development, have 

received relatively little research attention (Ibarra, 1999; Chao, 2007; Lankau & 

Scandura, 2002) and are largely theory driven (Bandura, 1977; Foote, 1951). The distal 

career benefits of role modeling that were examined, such as objective and subjective 

career success, career satisfaction, and career self-efficacy have only been addressed by a 

handful of studies (BarNir, Watson, Hutchins, 2011; Ensher, Thomas, & Murphy, 2001; 

Gibson & Barron, 2003; Murphy & Ensher, 2001; Ragins & Cotton, 1999). 

This study also explored the demographic correlates of role modeling. For 

example, the role of demographic factors such as gender, race, socioeconomic status, and 

career stage were examined as potential correlates of role modeling and one’s use of 

different types of role models (e.g. historical, celebrity, fictional, personal-relational, and 

professional-relational). Taking into account the diverse nature of existing role model 

research, this dissertation presented both formal hypotheses and exploratory research 

questions. 
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In summary, this dissertation made four main contributions to the role modeling 

literature. First, I presented a conceptualization of role modeling in two dimensions, 

called motivational and imitative role modeling that captured the key components of the 

construct. Although other categorizations of role models have been studied, these two 

dimensions capture the essential processes involved in one’s cognitions about social 

interactions with, or observations of, role models. Second, this dissertation clearly 

defined and operationalized ‘role model’ for quantitative research. Third, this study was 

the initial exploration of whether the use of role modeling differs for more or less 

successful people. Fourth, the study was also the first attempt at exploring the benefits of 

different types of role models (e.g., professional, personal, celebrity).   

Examining both the correlates of role modeling and the career benefits associated 

with role models within the context of organizational careers answered the scholarly calls 

for empirical evidence about the beneficial nature of role models. In other words, it began 

to answer the question of, do role models really matter and for whom? Next, by clearly 

defining and operationalizing the term “role model”, the results of this dissertation 

provided a foundation upon which future role model research can build. The exploratory 

and descriptive aspects of the study provided a better understanding about how successful 

people use role models and the benefits they reported receiving from role models. From a 

career development perspective, better understanding the benefits received from using 

role models and the relational dynamic between role model and observer, may allow 

individuals to more effectively use their role models to enhance their careers. 
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CHAPTER 2: LITERATURE REVIEW 

 

The first known use of the term ‘role model’ was in 1957 when Robert K. Merton 

introduced the term in his research examining the socialization of medical students 

(Holton, 2004). He hypothesized that individuals compare themselves with reference 

groups of people who occupy the social role to which the individual aspires (Merton, 

Kendall, & Reader, 1957). Following Merton’s work, the term quickly passed into 

everyday language and is now taken to mean any person who serves as an example, or a 

person whose behavior is emulated by others (Merriam-Webster, 2012).  

Conceptualizations of Role Models 

In some contexts, the term role model is restricted to a specific segment of the 

model’s behavior, and is therefore role specific. For example, a medical doctor can be a 

positive role model for medical students.  Other times the term refers to a more 

comprehensive influential individual. In this way emulation may extend to a wider array 

of behaviors and values of these types of role models (e.g. a parent/child relationship).  

Merton’s original conceptualization of role model restricted role models to 

providing an example in a narrow or specific field. In this view role models are role-

specific, rather than comprehensive, and generally professional in nature. Merton (1957) 

distinguished role models from reference individuals by explaining that emulation of an 

individual that is restricted to limited segments of their behavior and values refers to a 

role model, and emulation that extends to a wider array of behaviors and values of these 

persons refers to reference individuals. Interestingly though, Merton understood that the 

distinction between a role model and reference individual might not always hold.  “To be 
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sure, a role model may become a reference individual as his multiple roles are adopted 

for emulation rather than emulation remaining confined to the one role on the basis of 

which the initial psychological relationship was established,” (1957, p. 303). This caveat 

opens the door to various types of role models.  

Assuming that individuals choose specific behaviors for emulation from a role 

model suggests that individuals can pick and choose characteristics they desire from 

various models. Bucher and Stelling (1977) theorized that role models may be classified 

into five types: partial, charismatic, stage, option, and negative. A partial role model, 

which they found to be the most common type among their participants, demonstrates a 

particular skill or characteristic. A charismatic role model inspires others to want to be as 

similar to them as possible simply because they are perceived as attractive and admirable. 

A stage role model represents what someone should accomplish by a certain ‘stage’ in 

training or career stage.  For example, a stage model would exemplify what it is like to be 

a young professional as opposed to a more established professional. An option role model 

provides alternate views or patterns of behavior than the observing individual’s 

perspective. Last, a negative model can be variations of the other types because each type 

can also have a negative influence modeling what someone does not desire to be.  

Findings from Ibarra’s (1999) qualitative analysis which examined individuals’ 

professional identity development during role transitions, found that individuals imitate 

role models in different ways. Participants reported using wholesale, selective, or true-to-

self imitation strategies. Wholesale imitation is when an individual adopts a persona from 

a role model without much adaptation. Selective imitation refers to when an individual 

adapts elements of several role models’ personas to create a new synthesis or composite 



 

14 
 

role model. True-to-self imitation refers to an individual’s concern for being authentic 

and not ‘faking it’. This strategy was not as much about imitating a role model’s persona 

but rather about finding role models with familiar elements that matched their own 

internal style. 

Gibson (2004) proposed a different approach for conceptualizing role models that 

characterizes models along two dimensions: cognitive and structural. Cognitive 

dimensions refer to the individual’s (observer’s) cognitions and how they define the role 

model. The two cognitive dimensions suggest that individuals construe role models as 

either 1) positive or negative and 2) global or specific. A positive role model has 

attributes which are perceived as similar, admired, and sought-after for possible 

emulation, whereas negative role model refers to attributes which are primarily examples 

of how not to behave. A global role model refers to a variety of attributes which are 

observed for emulation such as skills, traits, and behaviors. In contrast, a specific role 

model refers to a single or small set of attributes which are attended to for emulation. 

Structural dimensions are typically shaped by the environment. The two structural 

dimensions suggest that individuals view role models as either 1) close or distant (in 

proximity and/or opportunity to interact; not relationally close or distant) and 2) up or 

across/down. A close role model is one who is in the same workgroup or department as 

the observing individual, and/or interacts with the individual frequently. In contrast, a 

distant model is described as outside the workgroup or department, and interacts 

infrequently with the observing individual. Last, the structural dimensions of up versus 

across/down refers to the hierarchical status of the role model in relation to the observing 
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individual. For example, in relation to the observing individual, a role model may be 

higher in status (up) or a peer, subordinate, or client (across/down).  

In addition to the various conceptualizations of role models, the amount of 

interaction between the role model and observer warrants some discussion.  Role models 

can be a person with whom one interacts or not at all. For example, celebrities as 

potential role models are demonstrated in King and Multon’s (1996) study which 

examined the effects of television role models on the career aspirations of African-

American junior high school students. Research has examined virtual role models, or 

models with whom the individual does not interact but observes the model through 

watching them on television, or in a performance, listening to a radio broadcast, or 

reading about them. Because the virtual role model is often times observed through a 

medium other than in person, these models may be living, deceased, or fictional. For 

example, an individual may consider a historical figure such as President John F. 

Kennedy to be a role model that he or she vicariously tries to emulate him.  The 

individual may observe the former president virtually through watching old video 

footage, listening to radio addresses, and by reading biographies. Evidence of this was 

found in developmental network research when a major league baseball player referenced 

Abraham Lincoln as an inspiring role model (Cotton, et al., 2011).  

As seen in the various conceptualizations of role models, not all role models are 

considered to be heroes or idols, but rather everyday individuals. From this review, 

individuals appear to use a variety of different types of role models--historical, celebrity, 

fictional (e.g. television character), personal-relational, and professional-relational. While 

each of the reviewed conceptualizations are useful for describing role models, research 
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has yet to adequately capture the core cognitive components of role modeling that more 

fully explain the underlying reasons for engaging in role modeling. Building on 

supporting theory, this dissertation attempts to address this gap in the literature in a way 

that can also be operationalized and quantitatively measured. 

 

Theoretical Foundation 

Building on Merton’s (1957) notion of social roles, the term ‘role model’ draws 

upon two well-known theories for support (Bell, 1970): identification theory (Foote, 

1951), and social learning theory (Bandura, 1977). Identification theory provides support 

for the concept of roles and the notion that people are attracted to, or identify with people 

whom they perceive as being similar to themselves. Social learning theory provides 

support for the concept of modeling, which suggests that people attend to models because 

they believe they can be helpful in learning new skills or behaviors. The two theories are 

discussed in more detail below, beginning with identification theory and followed by 

social learning theory.  

 

Identification Theory 

Because of individuals’ tendency to identity with people with whom they believe 

to be similar in some way, psychological theories of identification provide support for 

why a certain role model is selected by the observer.  Identification refers to a cognitive 

process in which an individual believes that the characteristics of another person are 

similar to his or her own in terms of values, attitudes, and goals and also occupies a social 

role to which the observing individual aspires. Due to this perceived similarity, the 
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observing individual may feel an emotional or cognitive connection with the model and 

pattern his or her thoughts, feelings, or actions after that person. The identification 

process may also inspire or motivate the observing individual to be like the admired 

individual. Kelman (1961, p. 63) goes so far as to say that identification occurs “when an 

individual adopts behavior derived from another person or a group because this behavior 

is associated with a satisfying self-defining relationship to this person or group.” 

According to identification theories, identification can take different forms: 

classic identification, role identification, and group identification (Kelman, 1961). This 

dissertation will focus on classic and role identification. Classic identification is when the 

individual takes on all or part of the role of the influencing agent. The observing 

individual attempts to be like the other person through emulating the behavior and beliefs 

of this other person. For example, this type of identification takes place when an 

individual learns an occupational role and imitates an appropriate role model. Here the 

individual is selective with the attitudes and actions emulated from the model which is 

helping to develop the professional identity. Role identification, sometimes referred to as 

reciprocal role relationship, is when an individual enacts a social role that is defined in 

terms of its relationship to another (reciprocal) role. For example, the relationship 

between a patient and a doctor, or the relationship between a parent and a child are 

reciprocal in that they hold certain role expectations and are defined by the relationship to 

one another. Here the individual is not identifying with the other in terms of emulating 

their identity, but rather identifying with a role and reacting in terms of the other person’s 

expectations.  It is important to the individual’s own self-concept to meet the expectations 

of his/her occupational role, or those of his/her family role.  
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Therefore, role identification theories emphasize the idea that individuals who are 

attracted to others based on some perceived similarity (attitudes, behaviors, goals or the 

desirability of their status position) are motivated to enhance that similarity through 

observation and emulation. From that, individuals may look to role models as a way of 

increasing self-knowledge, motivation, and inspiration (Foote, 1951). For example, an 

individual may select a role model for observation based on perceptions of similarity, 

perceptions of the role model’s competence at some skill (Fisher, 1988), or the 

demonstration that obtaining similar achievements is possible (Erkut & Mokros, 1984). 

In other words, role models are selected for emulation because the observer can identify 

with them in some way and the individual wants to be like them because they admire 

them or because they are seeking to achieve a similar goal (Gibson, 2004). Identification 

theory provides support for the idea that role models can help motivate and help define 

one’s self-concept (Gibson, 2004).  

 

Social Learning Theory 

Social learning theory basically asserts that individuals learn from observing other 

people. More specifically, social learning theory suggests that human behavior is best 

explained as a continuous reciprocal interaction between cognitive, behavioral, and 

environmental influences (Bandura, 1977). While social learning theory is rooted in 

traditional learning theories, it departs from other theories by suggesting that direct 

reinforcement is not required for all types of learning. For example, operant learning 

theories assert that behavior change is a direct result of positive or negative 

consequences. In social learning theory reinforcement is considered a facilitative part of 
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the learning process but not a necessary condition. Bandura (1986) recognized the 

cognitive process as an essential part of behavioral change or learning and that 

observation of role models is sufficient. People learn by observing others’ behaviors, 

attitudes, and outcomes of those behaviors and then decide which part of those behaviors, 

if any, to reproduce from that learning.  Social learning theory incorporates the ability to 

understand the rewards and incentives in the environment and then select behavior that 

leads to achieving valued goals. 

One of the core concepts of social learning theory is the observational learning or 

modeling component which basically states that people can learn through observation. 

Modeling is “one of the most powerful means of transmitting values, attitudes, and 

patterns of thought and behavior” (Bandura, 1986, p. 47). Bandura emphasizes that the 

modeling process is different from the idea of imitation, imitative learning, or mimicry. 

Imitation is when a person copies exactly what they see the model doing, which is a 

much narrower construct than modeling (Bandura, 1986; Evans, 1989). Bandura’s (1986) 

conceptualization of modeling can be described as a psychological matching process 

focused on observers extracting rules and structure of behavior rather than just copying 

examples they have observed. Because modeling is a more complex process than 

imitation, it serves a broader function. In addition to learning new skills, behaviors, 

attitudes, values, and emotions, individuals also learn patterns of behavior that can be 

applied to different circumstances, environments, and times. These patterns of behavior, 

or symbolic representations of modeled behavior, serve as guides for appropriate 

performance. In this way social learning theory explains human behavior as a continuous 

reciprocal interaction between cognitive, behavioral, and environmental influences.  
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According to this conceptualization of social learning theory, observational 

learning is governed by four component processes: attentional, retention, production, and 

motivational (Bandura, 1977, 1986).  Attentional processes determine what is selectively 

observed from models and how much attention is paid. Various factors such as the 

salience, affective valence, complexity, prevalence, and functional value of the modeled 

events, as well as the observer’s characteristics (perceptual capabilities, perceptual set, 

cognitive capabilities, arousal level, past reinforcement, and acquired performance) affect 

attention and the subsequent observational experience. Retention processes determine the 

amount of observed modeled behavior that is remembered or retained. This includes 

symbolic coding, cognitive organization, symbolic rehearsal, and enactive or motor 

rehearsal. Production processes involve transforming symbolic representations from 

memory into action or in other words reproducing the image in an appropriate manner. 

Production is determined by physical capabilities, self-observation of reproductions, 

accuracy of feedback and conceptual matching. Motivational processes determine what is 

acquired and performed from observing modeled behavior. As Bandura explained, 

“People do not enact everything they learn. They are more likely to adopt modeled 

behavior if it results in outcomes they value” (1977, p. 28). Motivational processes are 

influenced by external reinforcement (tangible, sensory, and social rewards), self-

reinforcement (self-evaluation), and vicarious reinforcement. 

The vicarious component of modeling plays a prominent role in social learning 

theory (Bandura, 1977). Individuals are not solely dependent on direct experience of the 

consequences of their behavior for learning to take place. Behavioral change can occur 

without the vicarious learner actually performing the observed behavior or experiencing 



 

21 
 

the consequences from the learned behavior, but by observing the model’s outcome or 

consequences (Manz & Sims, 1981). In other words, vicarious learning occurs when we 

watch another person’s actions and the consequences of those actions. Observing the 

consequences of modeled actions provides reinforcement for accepting or rejecting a 

behavior. Vicarious learning explains the process by which role modeling can result in 

behavioral change through observation only. 

This process of learning from observing others is more likely to occur when the 

observer identifies with the model, the model has admired status, and the behavior has 

functional value. Within the role modeling context this means that an individual observes 

a role model because he or she can be helpful in learning new skills, behaviors, and 

norms. As reviewed here social learning theory provides support for the learning function 

of role modeling, but also for the motivational and self-concept development functions as 

well.  

 

Behavior Modeling Training 

Applying Bandura’s (1977) social learning theory to practice, Goldstein and 

Sorcher (1974) introduced behavior modeling which is a psychologically based training 

method used to train supervisory personnel in effective management and interpersonal 

skills. Conceptually, behavior modeling training, or BMT, utilizes the psychological 

principles of imitation, practice, and reinforcement. BMT includes five components: 

describing to trainees a set of well-defined behaviors or skills to be learned, providing a 

model or models displaying the effective use of those behaviors, providing opportunities 

for trainees to practice using those behaviors, providing feedback and social 
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reinforcement to trainees following practice, and taking steps to maximize the transfer of 

those behaviors to the job (Goldstein & Sorcher, 1974). These components closely reflect 

Bandura’s (1977) four components of social learning theory: attentional, retention, 

reproduction, and motivational processes which were reviewed earlier in this chapter. 

BMT has been shown to produce positive trainee reactions and learning (Burke & 

Day, 1986; Latham & Saari, 1979) but has produced mixed results with regard to 

behavior changes and organizational outcomes (Russell, Wexley, & Hunter, 1984). In 

terms of behavioral outcomes, the most robust finding is that BMT produces accurate 

production of modeled behavior (Decker, 1980, 1984). A recent meta-analytic review 

evaluated the effects of behavior modeling training on six training outcomes (Taylor, 

Russ-Eft, & Chan, 2005). Effects of training were largest for learning outcomes and then 

for job behavior. Interestingly, training effects on skills and job behavior remained stable 

or increased over time which means the effects of training did not diminish immediately 

following training. Overall transfer of training was the greatest when it simulated real 

life. For example, training was more effective when both positive and negative models 

were used, when the trainees helped generate the practice scenarios, when self-set goals 

were established, and when the behaviors were either rewarded or sanctioned in the work 

environment.  For skill development, effects were greatest when trainees were presented 

with both positive and negative models.  

The process of role modeling is similar to a behavior modeling training event 

when the observer is motivated in some way to learn a new skill or behavior. The 

observer may have personal or professional reasons for identifying this new skill or 

behavior by being socially or tangibly rewarded when the new behavior is enacted, or has 
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consciously set a goal that involves learning a new behavior or skill.  In this situation the 

individual consciously or subconsciously scans the environment for models that 

positively or negatively display the use of the desired skill or behavior. The observer can 

then practice the behavior and then monitor the feedback they receive through social 

reinforcement to determine if the behavior was properly learned and implemented. 

 

Role Model Research 

Early Research 

Most of the early role model research focused on the presence of role models in 

the learning environment and thus was conducted in school settings ranging from high 

school through graduate school. See Speizer (1981) for a more in-depth review. Studies 

often examined teachers and faculty as role models with a focus on gender effects. Two 

studies conducted by Almquist & Angrist (1971, 1975) found that female undergraduate 

students were influenced by a teacher or professional role model of either gender. Basow 

and Howe (1980) conducted two experiments examining the influence of female teachers 

on the career choice of undergraduate students with mixed results. The first experiment 

found that female teachers had little influence on career choice while the other study 

found that female teachers did influence the career choice of female college seniors.  

A few studies examined role modeling during the graduate school and 

professional training years. Using a small sample, Goldstein (1979) studied the effects of 

role models on doctoral student productivity after graduation. She found that graduates 

whose advisors were of the same sex published significantly more research than 
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graduates with cross-sex advisors. Due to the archival data methods used it is impossible 

to know if the graduates considered their advisors to be role models.   

Gender continued to be a variable of interest in role model selection and in the 

professional development of students. Gilbert and colleagues (1983) found that female 

graduate students with female role models were more career-oriented, confident, and 

reported higher satisfaction with their student role than those with male role models. 

Building on same-gender student-faculty role model relationships, Gilbert (1985) found 

that female students rated the role model relationship as more important to their 

professional development than did male students. With regard to role model selection, 

female students identified life style and values as important attributes, while both female 

and male students rated professional skills and personal characteristics of the role model 

as important attributes. Similarly, Erkut & Mokros (1984) examined gender differences 

in identifying professors as role models for college students and found that female 

college students tended to choose female role models if they were available. Male college 

students, however, avoided female role models and preferred higher status, powerful role 

male professors who could provide educational and career assistance. Both female and 

male students reported being influenced by their role models with regard to academic 

interest, skills, and personal growth. 

Most of the early research did not make a clear distinction between a role model, 

advisor, or teacher causing confusion as to the relationship that was actually being 

examined. The interchangeable use of terms in the early literature makes the research 

findings less certain. In other words, scholars cannot say with certainty that the findings 

are associated with role modeling and not some other developmental relationship. 
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Additionally, since most of the early research examining role models was conducted 

during school or career preparation, the effects of role models on careers was not 

explored. I will now turn to a review of more recent role model literature situated among 

the organizational sciences. 

The remaining review of the literature provides an overview of the role model 

theory and research in the careers and organizational sciences literature. Appendix A 

provides a list of the studies reviewed and indicates whether or not a formal definition of 

role model was provided, the methodological approach, and the research findings. 

Although there is some lack of definitional consistency, the findings presented here serve 

as guide for potential variables to explore in this dissertation.  

 

Role Models and Careers 

 A few studies have examined role models and careers in an organizational setting 

using career stage and career type as the study focus. From in-depth interviews with 

professional employees, Gibson (2003) examined the use of role models throughout the 

individual’s career span. Findings suggest that the tendency to observe and use role 

models does not change throughout a career; however, the emphasis placed on different 

dimensions of role models does. In early career stages individuals construed their role 

models as positive, close, and with a range of attributes, but in middle and late stage 

career individuals viewed their role models as sources of specific and often negative 

attributes. Filstad (2004) also focused on the early career stage and through qualitative 

methods examined how newcomers use colleagues as role models in the socialization 

process. Her findings suggest that within the first six weeks, newcomers learn different 
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skills and information from different role models depending upon the situation. She used 

the term “multiple contingent role models” to explain how newcomers use these role 

models differently. Focusing on the late career stage, Gibson and Barron (2003) 

examined the effect of role models on older employee’s job attitudes. They found that 

older employees’ perception of having role models in their organization was related to 

increased organizational commitment and job and career satisfaction. 

Current research has begun to examine the effect of role models on 

entrepreneurial careers. Using an undergraduate college student sample, BarNir, Watson, 

& Hutchins (2011) found that role models had a significant and positive impact on 

entrepreneurial career intention and that gender moderated the effects, while self-efficacy 

mediated it. For women, role models had a stronger influence on self-efficacy, which 

influenced entrepreneurial career intention. Bosma, Hessels, Schutjens, Van Praag, and 

Verheul (2011) explored the presence of role models on career choice and start-up with a 

sample of Dutch entrepreneurs. The findings suggest that entrepreneurs consider role 

models influential in their career choice and in the start-up phase of their business. Most 

role models identified by entrepreneurs were people they knew personally and interacted 

with frequently as opposed to remote icons or virtual developers. 

 

Role Model Selection 

 In an effort to better understand which individuals are chosen as role models for 

professional development and/or in organizational settings, research examining role 

model selection has focused on demographic similarities between the role model and 

observer, role model performance, and the observer’s current goals. Using an 
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undergraduate student sample, Karunanayake and Nauta (2004) examined the 

relationship between race and career role model selection and found that students tended 

to have role models that were the same race as their own. 

To explore gender differences in role model selection, Gibson and Cordova 

(1999) used both qualitative and quantitative methods to examine men and women’s 

choices in role models in professional service firms. They found that men preferred male 

role models; however, men were more likely to shift to female role models when those 

models held more social power. Women chose both male and female role models and did 

not shift models due to social power changes nor did they select more female models 

when more were available. The findings also suggested that distinct attributes are 

credited to male versus female role models, crediting professional attributes to male 

models and personal attributes to female models. 

However, when examining the influence of gender and performance as criteria for 

role model selection, gender affects were not as strong. For example, Javidan and 

colleagues (1995) conducted a study in three large Canadian organizations to explore the 

criteria employees used to accept their superiors as role models and found that the 

subordinates’ perceptions of their superiors’ performance was the largest determinant of 

acceptance as a role model, over and above gender differences.   

Research also examined the match between the observer’s (protégé’s) current 

goals and role model attributes as an influential factor in model selection. Two studies 

mentioned previously provide insight into role model selection by current goals. The 

study conducted by Lockwood, Jordan, and Kunda (2002) examining role models and 

motivation, found that undergraduate students tended to identify both positive and 
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negative role models that matched their current goals. Similarly, Pratt and colleagues 

(2006) examined identity construction and found that medical residents chose role 

models whose characteristics matched the perceptions of their own existing or emerging 

professional identity, suggesting that individual’s current goals influence role model 

selection. 

 

Role Modeling Benefits 

As reviewed earlier, identification theories and social learning theory suggests 

that role models serve three interrelated functions which could also be considered as 

direct benefits: to provide learning, to provide motivation and inspiration, and to help 

define one’s self-concept. As such the studies reviewed next are organized in this order. 

Due to the interrelated nature of these functions many of the findings could be 

categorized in more than one function. In those cases, I selected the category that best fit 

the contribution of the study. 

Learning. Relying on social learning theory for support, an important function of 

role models is to provide learning. Studies have examined learning through role modeling 

from different perspectives such as learning as part of the socialization process, skill 

development, and personal learning. During the socialization process individuals observe 

other coworkers to learn their new roles and to learn the organization’s expectations 

(Gibson, 2004, Ibarra, 1999). Filstad (2004) examined how newcomers in a real estate 

firm use colleagues as role models during the socialization process and found that 

newcomers relied on several different role models to learn different qualifications. The 
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term ‘multiple contingent role models’ was introduced to explain how newcomers use 

role models differently, depending upon the situation.  

Lankau and Scandura (2002) conducted a study on personal learning and 

mentoring with role modeling as a function of the mentoring relationship and found that 

role modeling was positively related to protégés’ personal skill development. Similarly, 

Kwan, Mao, and Zhang (2010) also found that role modeling, as part of a mentoring 

relationship, positively affects the protégé’s personal skill development and relational job 

learning as well. Entrepreneurs reported learning from their role models in two forms: 

learning by example and learning by support (Bosma, et al, 2011). 

Motivation and Inspiration. Several laboratory studies have focused on the 

motivational and inspirational impact of a potential role model. Lockwood and Kunda 

(1997) examined the effect that “superstar” role models have on self-views and found 

that a role model must be considered relevant to have an effect.  For example, relevant 

superstar role models brought about self-enhancement and inspiration when their success 

seemed attainable, but brought about self-deflation when it seemed unattainable. 

Lockwood and Kunda (1999) then conducted four experiments that took into account 

individuals’ most positive self-views or successes when exposing them to outstanding 

role models. Overall, findings from the first three studies found that individuals were 

inspired by outstanding role models. However, when participants were reminded of their 

own highest achievements, inspiration was undermined and motivation and self-

evaluations decreased. The last study found that role models inspired people to dream of 

higher hopes and achievements than they would have imagined otherwise, which 

demonstrated that the inspirational component of a potential role model is possible. The 
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authors suspected that when an individual’s best self-view is salient, it can undercut the 

inspiration a role model could normally provide, because it acts as a constraint on 

positive future selves one could imagine. 

 Lockwood, Jordan, and Kunda (2002) also examined the motivational impact of 

role models by examining both positive and negative role models. Results from three 

laboratory studies indicate that individuals are motivated by role models who encourage 

strategies that fit their current goals. For example, promotion focused individuals 

(individuals with goals for achieving desired outcomes) were most inspired by positive 

role models that demonstrated positive strategies for accomplishing their goals. 

Prevention focused individuals (individuals with goals of avoiding undesirable outcomes) 

were motivated by negative role models that display how not to do something.  Thus the 

negative role model motivates the prevention focused individual by demonstrating what 

not to do, thereby avoiding the undesirable outcome.  

 Another study explored the extent to which matching on gender influences the 

impact of role models on self-views. Findings from two studies indicate that females 

were more inspired by outstanding female than male role models; however, gender did 

not influence the impact of role models on males (Lockwood, 2006). Using a similar 

research design, Buunk, Peiro, and Griffioen (2007) conducted a laboratory experiment 

with undergraduate students and found that exposure to a successful target (role model) 

led to a higher levels of inspiration, identification, and proactive career behavior. While 

not providing a clear definition for ‘role model’, these studies demonstrate that role 

models may have the potential to inspire and motivate individuals to increase their goals, 

avoid negative behaviors, and work more actively to accomplish a goal. 
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Self-Concept. Identification theory suggests that a role model can serve the 

function of helping individuals develop their self-concept. A person’s self-concept is a 

person’s image of himself or herself, his or her abilities, interests, needs, values, past 

history, and aspirations (Hall, 1976, Super, 1980). A role model may provide an image of 

who an individual would like to become and through identification observing individuals 

may see part of their current or idealized self in the role model. A few qualitative studies 

have examined role models and the self-concept. Bucher and Stelling (1977) conducted a 

longitudinal study of the professional socialization of medical residents. When asked to 

identify their role models, the residents didn’t identify any one individual, but rather they 

listed attributes from several individuals and constructed a role model for themselves 

based on their observations of positive and negative attributes of those who trained them. 

Results from their qualitative analysis led the researchers to describe role modeling as a 

cognitive process in which individuals actively observe, adopt, and reject attributes of 

multiple role models to construct their ‘ideal self” from several partial role models.  

Ibarra (1999) examined professional employees in role transition to explore how 

adapting to new roles shapes their professional identity.  Interview data suggested that the 

adaptation process involves three basic tasks that begin with observing role models to 

identity potential professional identities the employee may want to adopt, 

experimentation where individuals try on these provisional selves, and then evaluating 

the provisional selves to see which ones fit. In this way, people tend to experiment with 

provisional selves until they find their own professional self. Additionally, individuals 

who have a greater variety of role models gain a broader repertoire of possible selves 

from which to choose for developing their professional identities.  
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More recently, Pratt and colleagues (2006) studied medical residents to examine 

professional identity construction and found that role models play a critical role in 

identity learning by offering validation for a resident’s existing professional identity. 

Similarly, Singh and colleagues (2006) explored how young professional women seeking 

career advancement use role models to help create their professional identities. The 

interview data suggested that women tended to use a variety of role models instead of one 

single ideal model to help guide their professional development in two key areas: work-

life balance and lack of confidence. 

 

Role Model Research in Outside Fields 

Outside of the organizational sciences a fair amount of research has been 

conducted in the fields of career counseling and medical education, each echoing the 

same challenges with definitional precision of the term ‘role model’ and with the lack of 

agreement among scholars in correctly operationalizing the term ‘role model’ (Kenny, 

Mann, & MacLeod, 2003; Reuler & Nardone, 1994). Many of the studies examine one of 

two main topics: role model influence on career choice (Quimby & DeSantis, 2006; 

Rivera, Chen, Flores, Blumberg, & Ponterotto, 2007; Wright, Wong, & Newill, 1997) 

and identification of positive role model attributes (Elzubeir & Rizk, 2001; Wright, Kern, 

Kolodner, Howard, & Brancati, 1998). 

A large portion of the literature reviewed here is qualitative in nature with small 

sample sizes. Many of the studies lack definitional precision for the term “role model” 

and use the term interchangeably with other developmental constructs. Given these 

issues, scholars cannot say with certainty that the findings reviewed here can be attributed 
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to role models and not some other developmental agent. Even with the fair amount of 

research that has been conducted, research has not adequately addressed the assumption 

that role models are beneficial for career success. Systematic research is needed to begin 

to either confirm or refute the commonly held belief about role models.   

This literature review points to the need for more conceptual clarity about role 

models and role modeling. The literature has also neglected the issue of “Do role models 

matter?”, and suggests a need to explore any differences in reports of the use of role 

modeling (including different types of role models) for more versus less successful 

professionals.  
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CHAPTER 3: MODEL AND HYPOTHESES DEVELOPMENT 

 

Scholars have suggested that different types of role models might serve different 

functions (Bell, 1970; Gibson, 2003), which has produced a variety of role model 

conceptualizations in an attempt to explore this idea. Such an array of conceptualizations 

and lack of consensus as to the best way to measure role modeling in research has 

produced fragmented results. This dissertation takes a different approach to examining 

role modeling. Instead of identifying the various types of role models that might exist, 

this dissertation attempted to identify the core dimensions of role modeling to capture the 

underlying components of the construct.  

 

The Essence of the Role Modeling Process: Motivation and Imitation 

The process of role modeling has been defined as “a cognitive process in which 

individuals adapt and reject attributes of multiple role models” (Gibson, 2003, p. 594). 

An emphasis is placed on observational learning through emulation and imitation for the 

development of desired outcomes (Bandura, 1986, Ibarra, 1999). From reviewing the role 

model literature and supporting theory, there appear to be two distinct components to the 

cognitive process of role modeling. Individuals seem to engage with role models to enact 

one or both processes:  1) inspiration and motivation, and/or 2) emulation of certain 

behaviors, skills, or personas of a role model. In essence, a role modeling relationship is a 

one-way relationship on the part of the observer and is a cognitive relationship. Because 

of the cognitive nature of this one-way relationship it is important to understand the 

underlying process involved when individuals engage in role modeling. With the idea 



 

35 
 

that individuals engage with a role model because they are inspired or to model specific 

behaviors, I propose that there are two core dimensions of role modeling: motivational 

role modeling and imitative role modeling. Although other categorizations of role models 

have been studied, these two dimensions capture the essential processes involved in one’s 

cognitions about social interactions with, or observations of, role models. 

Motivational role modeling refers to the inspirational and motivational component 

of role modeling and captures the notion that role models serve as living evidence that 

certain achievements are possible. According to Bandura (1977, 1986), motivation is one 

of the four processes that govern observational learning or modeling. Motivation may be 

the driving force behind why individuals choose role models.  According to the literature, 

role models may provide motivational incentive to achieve. It is important for this 

construct to adequately reflect motivational theory that is concerned with the arousal, 

direction, intensity, and persistence of goal directed behavior (Mitchell, 1982). Therefore, 

motivational role modeling captures the extent to which a role model has aroused effort, 

provided direction and intensity of effort, and persistence of effort on the part of the 

observer. Motivational role modeling is described as the extent to which a role model 

inspires an individual to seek greater achievement, to set higher goals, to achieve more 

than originally thought possible, and to persist in the face of barriers and challenges. 

Imitative role modeling is supported by social learning theory. Modeling is “one 

of the most powerful means of transmitting values, attitudes, and patterns of thought and 

behavior” (Bandura, 1986, p. 47). Recognizing that the modeling process is different 

from the idea of imitation in terms of simple mimicry, this construct captures the 

imitation or emulation component while keeping in mind that people do not enact 
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everything they learn. Bandura (1977) emphasized that individuals are “more likely to 

adopt modeled behavior if it results in outcomes they value” (Bandura, 1977, p. 28). This 

construct is intended to capture behaviors that are imitated after the psychological 

matching process of extracting rules and structure of behavior has occurred. This 

matching process consists of learning patterns of behavior that can be applied to different 

circumstances, environments, and times. In this way, imitative role modeling is 

comprised of emulating values, attitudes, skills, thoughts, and behaviors that are 

considered valued by the individual. 

Imitative role modeling is described as emulating or borrowing the following 

behaviors and/or attributes directly from a role model. An individual may borrow directly 

from a role model’s style, which may include the role model’s persona, professional and 

personal style, or life style.  An individual may also imitate a role model’s specific 

actions or behaviors, or implement a certain skill that was observed from the model. In 

addition, individuals may adopt a role model’s values and attitudes and demonstrate them 

in their own life.   

It is unclear if role models tend to fulfill just one dimension, e.g. motivational or 

imitative role modeling, or if role models typically fulfill both dimensions in a 

complementary fashion. This study examines the explanatory power of both motivational 

and imitative role modeling for proximal and distal career benefits. 

Next, I propose a conceptual framework for the relationship between motivational and 

imitative role modeling and proximal and distal career outcomes (see Figure 1: 

Conceptual Framework). The proximal outcomes include the direct benefits from role 

modeling, which are work-related learning, personal skill development, career  
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Figure 1: Conceptual Framework 
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motivation, and professional identity development. The distal career outcomes include 

both objective and subjective career success, career satisfaction, and career self-efficacy.  

Demographic correlates of role modeling, such as gender, race, socio-economic status 

(SES), and career stage, will also be explored. Though little research has directly tested 

the relationships between role modeling and these proposed variables, there is suggestive 

theory and research. 

 

Direct Benefits  

 The first issue to be addressed is the idea that having role models matters. In other 

words, what direct (proximal) benefits do individuals receive from having role models? A 

few studies have examined the more proximal benefits of role modeling using qualitative 

analysis, laboratory settings, or academic settings (Ibarra, 1999; Lockwood & Kunda, 

1997; 1999; Lockwood, et al., 2002). However, consistent relationships between role 

modeling and direct benefits have not been established (see the previous chapter of this 

dissertation for a review). In this study, the relationship between both motivational and 

imitational role modeling and the following direct benefits are hypothesized: work-

related learning and personal skill development; career motivation; and professional 

identity.  

Work-related Learning and Personal Skill Development. The learning benefit 

from role models will be examined from two perspectives: work-related learning and 

personal skill development. These two types of learning have been selected as direct role 

modeling benefits based upon supportive theory and previous developmental relationship 

research (Bandura, 1977; Chao, 2007; Kram, 1985; Lankau & Scandura, 2002). Work-



 

39 
 

related learning consists of learning work expectations, task/role skills, behaviors, and 

performance demands. Learning focused on performing tasks associated with a role in an 

organizational context is considered to be part of the organizational socialization process. 

Learning that focuses on tasks associated with a role in various organizational contexts 

represents professional socialization. Work-related learning in both contexts, 

organizational and professional, is considered here.  

Social learning theory asserts that observational learning is more likely to occur 

when the observer identifies with the model, the model has admired status, or the 

behavior has functional value (Bandura, 1977). Within the role modeling context this 

means that individuals engage in role modeling for learning that can occur through 

motivational and/or imitative role modeling. When a role model has admired status, 

individuals may engage in motivational or inspirational role modeling. For example, an 

individual may admire an exemplary organizational member and be inspired to excel in 

the same way, requiring the individual to master his or her work role in order to be 

esteemed in a similar fashion. The desire to be like this admired person might motivate 

the individual to seek out learning opportunities that might result in increased learning. In 

this example, work-related learning is a result of engaging in motivational role modeling.  

Individuals may also engage in imitative role modeling for the benefit of learning 

work-related skills, behaviors, and norms. Role modeling is considered to be critical for 

“learning the ropes” of an organization, especially for newcomers and individuals in 

transition from one role to the next (Filstad, 2004; Ibarra, 1999; Kram, 1985). Filstad 

(2004) examined real estate agents throughout the socialization process and found that 

many newcomers modeled other real estate agents or supervisors, which provided 
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information and solutions to practical day-to-day problems. Her findings suggest that 

newcomers use role models to learn different aspects of their jobs through imitation or 

emulation. In other words, newcomers may engage in imitative role modeling to learn 

their work roles and perform proficiently. In addition to the socialization context, 

professionals may continue to learn a variety of work related content, such as 

performance mastery and learning new skills, through imitative role modeling. From this 

I expect that both motivational and imitative role modeling will be positively related to 

work-related learning, but that imitative role modeling will be more strongly related to 

work-related learning. 

Hypothesis 1a: Motivational role modeling will be positively related to work-

related learning.  

Hypothesis 1b: Imitative role modeling will be positively related to work-related 

learning.  

Hypothesis 1c: Imitative role modeling will be more strongly related to work-

related learning than motivational role modeling.  

 

Personal skill development is related to learning interpersonal skills and is defined 

as the acquisition of new skills and abilities that enable better working relationships 

(Lankau & Scandura, 2002).  This type of learning is emphasized in the careers literature 

and stresses the importance of employees being able to effectively communicate, listen 

attentively, problem solve, and to develop relationships with others within the 

organization (Hall, 2002).  
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Lankau and Scandura (2002) conducted an investigation of personal learning in 

mentoring relationships and found role-modeling (as part of a mentoring relationship) to 

be positively related to personal skill development. Following that, Lankau and Scandura 

(2007) proposed that personal skill development be considered a proximal learning 

outcome of developmental relationships, extending beyond the mentor-protégé 

relationship.  

Individuals attend to role models because they can be helpful in learning new 

skills, behaviors, and norms that include interpersonal skills as well. Similar to work-

related learning, individuals might also learn personal skills through motivational and/or 

imitative role modeling. For example, an observer may admire a role model for the savvy 

way he or she successfully navigates organizational politics and be inspired to learn those 

same personal skills. Here the individual is engaging in motivational role modeling 

through being inspired to learn the skills necessary to professionally network with 

finesse. It is important to note, however, that with motivational role modeling the 

observer may not directly imitate the admired role model’s style of behaving, as it may 

not ‘fit’ or work for him or her. Rather, the observer is motivated to learn the personal 

skills and style that is right for him- or herself.   

An individual may learn and develop personal skills through imitative role 

modeling as well. Individuals engage in imitative role modeling when they directly 

emulate a role model’s personal skills. For example, an individual may observe a 

colleague or supervisor efficiently facilitate a team meeting and directly imitate some of 

the observed behaviors. From this imitative process, the observer may learn personal 

skills that enable them to perform well in similar situations. I propose that personal skill 
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development is a direct benefit from both motivational and imitative role modeling, but 

that imitative role modeling will be more strongly related to personal skill development. 

Hypothesis 2a: Motivational role modeling will be positively related to personal 

skill development.  

Hypothesis 2b: Imitative role modeling will be positively related to personal skill 

development.  

Hypothesis 2c: Imitative role modeling will be more strongly related to personal 

skill development than motivational role modeling.  

 

Career Motivation. Motivation and inspiration from role modeling is expected to 

come in the form of setting higher goals, through motivating individuals to achieve more 

than they originally thought they could, and/or inspiring individuals toward a more 

optimistic outlook for the future. Laboratory studies have examined the inspirational 

impact of symbolic and virtual role models on individuals by presenting participants with 

a description of a fictitious role model (Buunk, et al., 2007; Lockwood, 2006; Lockwood 

& Kunda, 1997; Lockwood & Kunda, 1999; Lockwood, et al., 2002; Radu & Loue, 

2008). For the most part, these studies demonstrate that a referent other can potentially 

have an inspirational and motivational impact on individuals’ career choices and 

behavior. However, research has not examined if an individual’s own role model(s) can 

bring about higher levels of motivation. 

Career motivation incorporates both work motivation and motivation associated 

with a wide range of career decisions and behaviors. Career motivation as theorized by 

London (1983) is driven by the needs and ambitions of the individual and is comprised of 
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three components: Career resilience, career insight, and career identity. Career resilience 

is the ability to adapt to changing circumstances – whether positive or negative, and 

includes self-confidence, a willingness to take risks, and need for achievement. Career 

insight is the realism and clarity of the individual’s career goals, which includes having 

self-knowledge or knowing one’s own strengths and weaknesses. Career identity is the 

extent to which people define themselves by their work.  

 In a mentoring study, Day and Allen (2004) examined the relationship between 

career motivation and self-efficacy with protégé career success and found career 

motivation to be related positively to psychosocial mentoring.  Because role modeling is 

considered to be the most frequently cited psychosocial function (Kram, 1985) a similar 

relationship could exist with career motivation and role modeling, as more precisely 

conceptualized in the present study. Identification theory suggests that individuals select 

role models because they identity with them in some way, they desire to be like them, 

they admire them, or because they are seeking to achieve a similar goal. From that, 

individuals may look to role models as a way of increasing self-knowledge, motivation, 

and inspiration (Foote, 1951), which closely resembles the three components of career 

motivation. For example, through identification, inspiring role models can help an 

individual establish a stronger career identity and provide increased self-knowledge and 

goals. In changing circumstances, role modeling can provide the observer with a larger 

repertoire of behaviors from which to choose, providing the individual with career 

resilience, or the ability to adapt and persist. Due to these theoretical similarities, I 

propose that increased career motivation is a benefit of both motivational and imitative 

role modeling.   
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It makes intuitive sense that increased career motivation may be a direct benefit of 

engaging in motivational role modeling. For example, a professional may engage in 

motivational role modeling because a role model demonstrates that obtaining outstanding 

career achievement is possible (Erkut & Mokros, 1984), which may in turn increase the 

professional’s level of career motivation.  Role modeling successful individuals who 

demonstrate persistence in the face of challenges may inspire observing professionals to 

persist in similar circumstances, or heighten their motivation to excel in whatever their 

career may be. In this way, increased career motivation is a direct benefit of motivational 

role modeling.  

Engaging in imitative role modeling may also increase an individual’s level of 

career motivation. Directly emulating a role model’s behaviors and approaches to 

situations may provide the observing professional with the “how to” behind the 

motivation. London (1983) theorized that having expert role models to follow and 

emulate might be one way to increase career motivation. For example, adopting skills or 

attributes from a role model may provide individuals with the skills necessary to persist 

in challenging times or heighten their motivation to succeed. Implementing specific skills 

and behaviors from a role model may better equip and motivate an individual to manage 

his or her career. In other words, imitative role modeling may contribute to an 

individual’s career motivation. 

Hypothesis 3a: Motivational role modeling will be positively related to career 

motivation. 

Hypothesis 3b: Imitative role modeling will be positively related to career 

motivation. 
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Professional Identity. Helping individuals define their self-concept has also been 

theorized as an outcome of role modeling (Gibson, 2004). A person’s self-concept is a 

person’s image of himself or herself, his or her abilities, interests, needs, values, past 

history, and aspirations (Hall, 1976, Super, 1980). Thus far role modeling research has 

examined this benefit in terms of professional identity development (Bucher & Stelling, 

1977; Ibarra, 1999; Pratt, et al., 2006; Singh, et al., 2006). Professional identity is defined 

as “the relatively stable and enduring constellation of attributes, beliefs, values, motives, 

and experiences in terms of which people define themselves in a professional role” 

(Ibarra, 1999, pp. 764–765). A role model may provide an image of who an individual 

would like to become; through identification the observing individuals may see part of 

their current or idealized self in the role model. 

Ibarra (1999) concluded that people construct their professional identity by first 

observing role models to identity potential professional identities they may want to adopt, 

and then experimenting with “provisional selves” until they find their own professional 

identity. The greater variety of role models an individual utilizes provides a broader 

repertoire of possible selves from which to choose for developing a professional identity. 

More recently, Pratt and colleagues (2006) found that role models play a critical role in 

identity learning by offering validation for a medical resident’s existing professional 

identity. The process of developing a professional identity through role modeling 

combines both dimensions of role modeling: motivational, in that individuals aspire to be 

like the model in some way, and imitative, in that individuals adopt and imitate behaviors 

and styles from the model until they find the right one. 
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Engaging in motivational role modeling may help individuals develop their 

professional identity. Through observing a role model, individuals may be inspired to set 

higher goals for the future than they would have otherwise imagined. These higher hopes 

can translate into a higher standard of excellence and optimism for their future possible 

selves. In other words, an individual may observe an inspirational model and be inspired 

to “be” more in terms of his or her attributes, beliefs, values, and motives, which in return 

shapes how an individual defines him or herself in a professional role. In this way, 

engaging in motivational role modeling helps individuals clarify their professional 

identity. 

Engaging in imitative role modeling may also help individuals cultivate their 

professional identity. An observing individual may attempt to be like a role model by 

emulating the behavior and beliefs of the model. Moreover, clarifying the professional 

identity may occur when the individual is selective about the attitudes and actions 

emulated from the model. Through the imitative modeling process, an individual can 

emulate values, actions, and attitudes of a role model. Emulating a variety of role models 

provides the observing individual the opportunity to try on several identities, and perhaps 

mix and match attributes, until his or her own professional identity is clarified. In this 

way, clarity of professional identity is a direct benefit of imitative role modeling.  

As reviewed earlier, previous qualitative research has explored the relationship 

between role models and professional identity development. Therefore, this study seeks 

to further support these results using quantitative methods and to extend the literature by 

proposing that clarity of professional identity is a direct benefit of both motivational and 

imitative role modeling. In other words, the process of role modeling contributes to an 
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individual’s overall sense of who they are; that is, they experience a greater sense of 

clarity about their professional identity. 

Hypothesis 4a: Motivational role modeling will be positively related to clarity of 

professional identity. 

Hypothesis 4b: Imitative role modeling will be positively related to clarity of 

professional identity. 

 

Career Outcomes. 

Closely related to the relationship between role models and direct benefits, is the 

notion of distal career outcomes. In other words, does role modeling contribute to career 

success? Is there a difference in use of role models by highly successful versus less 

successful professionals? 

Engaging in motivational or imitative role modeling may not lead directly to more 

positive career outcomes, such as career success (e.g. measured by promotions, salaries, 

and perceived career success), satisfaction with one’s career, and career self-efficacy. 

Rather, as depicted in Figure 1, motivational and imitative role modeling lead to direct 

role modeling benefits hypothesized previously, which in turn should lead to more distal 

career outcomes. I propose the direct role modeling benefits of work-related learning, 

personal skill development, career motivation, and professional identity will directly lead 

to more positive career outcomes.  

Career Success and Satisfaction. With the prolific and positive use of the term 

‘role model’, it is assumed that role models are helpful in terms of inspiration and 

success. It makes intuitive sense that individuals with a role model or that use role models 
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throughout their careers benefit in some way. Several studies have suggested that role 

modeling is related to career success by using samples deemed successful. For example, 

Cotton and colleagues (2011) sampled major league baseball players inducted into the 

Hall of Fame and suggested that role modeling may contribute to career success. Bucher 

and Stelling (1977) and Pratt and colleagues (2006) sampled medical residents training to 

be physicians and explored their professional socialization and identity development. 

These samples suggest that individuals who use role models in their careers should 

experience greater career progress (e.g., promotion and salary) than individuals who do 

not, however these samples do not provide a comparison group (e.g. a less successful 

group). Other than examining how role models influence career choice, role modeling 

research has not established the assumed positive relationship between role modeling and 

career success. This study aims to address this assumption. 

In addition to objective measures of career success, it is also important to consider 

the way the career is perceived and evaluated by the individual (Hall, 1976). Given the 

psychological nature of role modeling, examining individuals’ perceptions of their career 

success and satisfaction is especially pertinent.  

I will start with the direct role modeling benefit of learning, work-related learning 

and personal skill development, and the relationship to career outcomes. Learning as it 

relates to the work context and job performance has been associated with positive 

outcomes such as satisfaction and career development. For example, Tharenou, Laitmer, 

and Conroy (1994) found that a manager’s amount of skills training and development 

was positively related to managerial advancement defined as managerial level and salary. 

Ng, Eby, Sorensen, and Feldman (2005) conducted a meta-analysis to examine the 
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predictors of objective and subjective career success and found job skill development and 

political skill development to be positively related to career success and career 

satisfaction. Lankau and Scandura (2002) found personal skill development to be 

positively related to job satisfaction and Pan, Sun, and Chow (2011) found personal 

learning to be positively related to job performance and career satisfaction. Professionals 

who have developed communication and work related skills may feel more competent 

and receive feedback about the value of their contributions. Feelings of contribution and 

competency could lead to feelings of career success and satisfaction. These findings 

suggest that the role modeling benefits of both work-related learning and personal skill 

development will be positively related to career success. 

Next, the role modeling benefit of motivation as it relates to career outcomes will 

be presented. It seems likely that highly motivated individual’s will enjoy more career 

success. In terms of career motivation, London (1983) theorized that the desire for 

upward mobility is an aspect of career motivation and suggested those high in career 

motivation may have greater advancement opportunities due to their tendency to 

volunteer for important assignments, request and assume responsibility and leadership 

roles.  Another study examined motivation through the relationship between goals and 

career outcomes and found a positive relationship between career planning and salary 

(Gould, 1979). Day and Allen (2004) examined the relationship between protégés’ career 

motivation and career outcomes and found partial support for a positive relationship 

between career motivation and both objective and subjective career success. These 

findings suggest that career motivation may be positively related to career success, 

allowing role modeling to indirectly relate to career success career motivation. 
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Last, the direct role modeling benefit of clarity of professional identity as it relates 

to career outcomes will be presented. Research suggests that the psychological process of 

identifying with another person is a satisfying experience (Kelman, 1961). Within the 

careers context, individuals may identify with admired or inspiring role models in which 

they can emulate for professional development and in return contribute to their careers. It 

seems likely that individuals that identify with role models would also experience more 

career satisfaction.  How one defines him or herself in a professional role is subjective in 

nature and may influence an individual’s assessment of their career success and 

satisfaction. In order for professionals to successfully realize their career potential, 

scholars have begun to recognize the importance of self-knowledge and clarity of 

professional identity (Dobrow & Higgins, 2005). Research suggests that professional 

identity may be important for achieving both objective and subjective career success 

(Hall, 2002; Ibarra, 1999). These findings, along with the satisfying process of 

identifying with a role model, suggest that clarity of professional identity will be 

positively related to career success and satisfaction.   

 

Hypothesis 5a: Direct role modeling benefits will be positively related to 

objective career success.  

Hypothesis 5b: Direct role modeling benefits will be positively related to 

perceived career success.  

Hypothesis 6: Direct role modeling benefits will be positively related to career 

satisfaction.  
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Career Self-Efficacy. Self-efficacy is defined as “one’s judgments of how well 

one can execute courses of action required to deal with prospective situations” (Bandura, 

1982, p.122). In other words, self-efficacy is the belief that an individual can perform a 

particular behavior. Self-efficacy is a variable of interest because it is considered to be 

part of the self-concept (Johnson, Rosen, & Levy, 2008), theorized as a benefit of role 

modeling, and is influenced by the social learning process (Bandura, 1982). This 

dissertation will examine a more context-specific form of self-efficacy to understand 

individuals’ perceptions about their ability to perform in the context of careers, as 

opposed to generalized self-efficacy which takes into account a variety of situations 

(Judge, Erez, & Bono, 1998).  Career self-efficacy is the degree that one believes that he 

or she is capable of successfully managing one’s career (Kossek, Roberts, Fisher, & 

DeMarr, 1998). Using this context-specific self-efficacy, the relationship between career 

self-efficacy and role modeling will be examined. It is expected that both motivational 

and imitative role modeling will be indirectly related to career self-efficacy. 

Self-efficacy beliefs are shaped by these four informational sources: performance 

attainment, vicarious experience (modeling), verbal persuasion, and physiological states 

and reactions. Observational learning or role modeling will provide the vicarious 

experience that indirectly influences self-efficacy beliefs. Engaging in imitative role 

modeling could result in performance attainment or personal accomplishment which 

would also influence beliefs about self-efficacy. In this framework (see Figure 1) 

personal accomplishment could come in the form of work-related learning and personal 

skill development by modeling new behaviors and skills. By engaging in motivational 

role modeling, an individual could experience positive psychological effects such as, a 
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heightened state of motivation and clarity of professional identity.   Once a person has 

realized these direct benefits from role modeling, it seems likely he or she will experience 

higher levels of career self-efficacy. 

Developing new skills and competencies allows individuals the opportunity to 

increase their self-efficacy. The process of learning builds self-esteem and promotes 

competence and efficacy in approaching work-related problems (Gouillart & Kelly, 

1995). The more self-knowledge employees acquire the more they can contribute to their 

work, career, and organization. Employees who experience learning may have more 

positive reactions to their work because they have greater confidence and skill. Through 

the direct benefit of learning, work-related learning and personal skill development, 

professionals may experience greater career self-efficacy. For example, in their 

examination of protégés personal learning and career outcomes, Pan and colleagues 

(2011) found a positive relationship between personal learning (personal skill 

development) and self-efficacy. The benefit of possessing a clear professional identity 

may also increase one’s career-self efficacy.  It seems likely that individuals that possess 

a clearer sense about who they are professionally will feel more confident about their 

ability to manage their career. I propose that there will be positive relationship between 

the direct benefits of motivational and inspirational role modeling and career self-

efficacy.  

 

Hypothesis 7: Direct role modeling benefits will be positively related to career 

self-efficacy.  
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Hypothesis 8a: Direct role modeling benefits will mediate the relationship 

between motivational role modeling and career outcomes. 

Hypothesis 8b: Direct role modeling benefits will mediate the relationship 

between imitative role modeling and career outcomes.  

 

Demographic Correlates of Role Modeling: Exploratory Analyses  

Very little is known about the relationship between role modeling and the 

individuals who use role models. A commonly held belief is that role models are more 

important for women and minorities than other groups. Of the few studies that have 

examined these variables, there has been no methodologically adequate study that 

empirically demonstrated that role modeling is more important for women and minorities 

than for others (Cole and Barber, 2003). Similarly, little is known about the types of role 

models that individuals tend to use. According to the role model literature, individuals 

appear to use a variety of different types of role models--historical, celebrity, fictional, 

personal-relational, professional-relational role models. This next section will explore 

these demographic correlates of motivational and imitative role modeling, as well as 

types of role models. The correlates of motivational and imitative role modeling to be 

examined are gender, race, socioeconomic status (SES), and career stage.   

Gender. Although most claims about the importance of same-gender role models 

for women are not grounded in empirical support (Addis, 1996; Cole & Barber, 2003), 

gender continues to be a variable of interest for role model research in both academics 

and organizational settings (Ehrenberg, 1995; Rivera, et al., 2007; Speizer, 1981 & Sealy 

& Singh, 2010). Using a student sample, Gilbert (1985) examined student-faculty role 
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model relationships and found that female students rated the role model relationship as 

more important to their professional development than did male students.  Another study 

which examined the relationship between women’s perceptions of organizational culture, 

work attitudes, and role-modeling behaviors, found a positive relationship between role-

modeling behaviors and career satisfaction (Jandeska & Kraimer, 2005). Although the 

terms ‘role model’ and ‘mentor’ were used interchangeably in the study, psychosocial 

mentoring, which includes role modeling, was measured. These findings suggest that 

women may perceive role modeling as being more important for to their careers than 

men.  

In addition, some of the personal and professional challenges that women bring to 

the work environment are very different from those of their male colleagues (Kram, 

1985).  Finding an individual who models strategies for managing these challenges may 

be more critical and difficult for a woman than a man. Women may place a higher 

importance on finding role models than men to help navigate the gender specific personal 

and professional development domains. For example, a female manager may observe 

female peers for a role model of how to manage work and family conflicts or how to be 

assertive without alienating her colleagues. Borrowing support from mentoring research, 

Noe (1988) found that females reported receiving significantly more psychosocial 

benefits (including role modeling) from the mentoring relationship than did males. In 

another role model study, Singh and colleagues (2006) explored how young professional 

women seeking career advancement use role models to help create their professional 

identities. The interview data suggested that women tended to use a variety of role 
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models to help guide their professional development in two key areas: work-life balance 

and lack of confidence. 

The types of role models that are selected by males versus females are not as 

clear. In a laboratory study, female college students were found to be more inspired by 

outstanding female, than male, role models (Lockwood, 2006). However, gender of the 

role model did not influence the level of inspiration for the male college students.  

Findings from another study suggest that gender may influence the status of individuals 

selected for role models. Gibson and Cordova (1999) found that males were more likely 

than females to select role models that held a higher status or had more social power. 

More specifically, males were more likely to shift role models due to changes in the 

social power structure regardless of role model gender. These examples highlight the 

significant impact that gender may have on the role models selected by individuals. From 

these findings, I suspect that gender may influence the extent to which individuals engage 

in motivational and imitative role modeling. Moreover, gender may influence the types of 

role models that males versus females tend to use.   

Race. Scholars suggest that role models may be especially important for minority 

individuals’ career development. For some minorities, a history of discrimination and 

limited career opportunities may lead to decreased self-efficacy and motivation, which 

can then lead to lower career outcomes. Successful career role models that demonstrate 

that success is possible may be more important for certain groups of individuals than 

others. This reasoning would suggest that race may influence both motivational and 

imitative role modeling. However, research results are not as conclusive on this issue. 

Karunanayake and Nauta (2004) examined the relationship between race and student’s 
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identified career role models and perceived role model influence. They found that 

students tended to have same-race role models but the student’s race was not related to 

role model influence.  

The challenging issue for most studies that have examined the relationship 

between same-gender and/or same-race role models and individual outcomes has been 

the limitations of the study. These studies usually examine the extent to which students 

have same-gender or same-race role models among faculty members at an academic 

institution, therefore providing no data about role models the individual may have outside 

of faculty members in that particular environment (Cole & Barber, 2003). With little 

research and evidence for direction, it is unknown how race is related to motivational or 

imitative role modeling, or how race might influence the types of role models selected. 

Socioeconomic Status (SES). Socioeconomic status refers to the economic level 

of an individual’s family as he or she was growing up. Similar to the challenges for 

women and minority groups, individuals from lower socioeconomic backgrounds may 

also have limited career development opportunities. For individuals in these situations, 

motivational and imitative role modeling may be more important than for individuals 

from higher SES backgrounds.  Outside of research examining children, research has not 

examined the relationship between SES and role modeling. However, SES has been 

included in this dissertation because it has been shown to be an influential variable in 

developmental relationships (Whitely, Dougherty, & Dreher, 1991). With little research 

and evidence for direction, it is unknown how SES will be related to motivational or 

imitative role modeling, or how it might influence the types of role models selected. 
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Career Stage. Organizational research examining role models, although sparse, 

has focused almost exclusively on the early career stage, organizational entry, and role 

exploration (Hall, 1986; Super 1980) and concluded that role models are critical for 

learning the ropes of an organization (Ibarra, 1999; Kram, 1985).  The early career stage 

is often when individuals attempt to master the technical, political, and managerial tasks 

of a new professional role and finding a role model to emulate that possesses these 

attributes can be very beneficial.  Using Merton’s meaning of the term, role models are 

observed to learn a role. Taken in the organizational context, role models may be used to 

learn a specific organizational role and typically more role learning takes place more 

often earlier in ones career as opposed to later. Gibson and Barron (2003) examined older 

employees’ use of role models and found that they did in fact use role models. However, 

other than one study conducted by Gibson (2003), research comparing role model use in 

early career stage versus later career stages has not been conducted.  

With little research for direction, it is difficult to hypothesize about significant 

differences among the relationship between role modeling and individuals with more or 

less career experience. Moreover, the types of role models used by individuals in 

different career stages are also unknown. Given the lack of empirical evidence on these 

issues, I present the following research questions. 

Research Question 1: How are gender, race, socio-economic status, and career 

stage related to the use of motivational and imitative role modeling? 

Research Question 2: How are gender, race, socio-economic status, and career 

stage related to the use of different types of role models (e.g. historical, 

professional)? 
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Types of Role Models and Outcomes. 

It appears that people may use different role models for different purposes. For 

example, it has been suggested that heroes or idols (e.g. historical or celebrity role 

models), may lead to extraordinary career achievement (Cotton, et al., 2011). However, 

due to the relatively small amount of research that has examined the direct benefits and 

career outcomes from different role models (Addis, 1996) much of what is assumed about 

role models has not yet been empirically established. This next section will explore the 

direct benefits and career outcomes of different types of role models. 

According to theory and as hypothesized in this dissertation previously, role 

models serve three interrelated purposes: learning, motivation and inspiration, and an 

identity development function. However, it is unclear which benefits are provided by 

different types of role models or if there are significant differences among them. 

Although it has not been tested, Bell (1970) suggested that role models with whom one 

interacts may serve a different function than role models with whom one identifies with 

from a distance.  

Laboratory studies have examined the motivational impact of role models on 

individuals by presenting participants with a description of a fictitious role model 

(Buunk, et al., 2007; Lockwood, 2006; Lockwood & Kunda, 1997; Lockwood & Kunda, 

1999; Lockwood, et al., 2002; Radu & Loue, 2008). For the most part, the studies 

demonstrate that fictitious role models can have an inspirational and motivational impact 

on individuals. However, the question of whether role models with whom one interacts 

frequently can also serve to motivate and inspire has not been empirically addressed. 
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With regard to the work-related learning, professional development, and helping 

to develop the professional identity, I suspect that role models with whom one interacts 

more frequently or with whom one knows more intimately would be more beneficial (e.g. 

personal-relational or professional-relational). However, it is possible that a more distant 

role model such as a historical or virtual role model may also contribute to an 

individual’s professional identity development as well.  

I hypothesized that role modeling will be positively related to objective and 

subjective measures of career success and satisfaction; however, the types of role models 

that are related to career outcomes was not explored. Identification theory and findings 

from mentoring research suggests that individuals may select role models that are closer 

in rank or hierarchy to themselves than a role model of higher status. Identification is 

more likely to occur when individuals share things in common which would occur with 

coworkers close in status or occupy the next position to which the individual aspires 

which would suggest that individuals tend to use personal or professional role models. 

For example, Allen, Eby, and Lentz (2006) found that protégés were more likely to role 

model mentors that were closer to their own rank, than did protégés with mentors of a 

higher rank. Although these findings suggest that individuals may tend to model those 

who are similar in rank, there is no evidence to suggest that modeling those closer in rank 

is beneficial. Taking this into consideration, no research has examined or provides 

direction about the types of role models that lead to successful career outcomes.  

Role model research has typically measured role modeling as a variable by using 

the number of role models an individual reports (Gibson, 2006; Gibson & Barron, 2003; 

Gibson & Cordova, 1999; Karunanayake & Nauta, 2004; Singh, et al., 2006). However, 
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in these studies individuals are asked to identity role models from a predefined 

environment (e.g. an organization or professors at a university), which provides no 

information about the number of role models an individual might have outside of the 

predefined environment.  For example, using interview data Gibson (2003) examined 

how individuals in different career stages use role models in their organizations. Results 

indicated that on average individuals in early career stages identified 2.2 role models, 

whereas their later career stage counterparts identified less than 1 role model. Gibson and 

Barron (2003) examined the relationship between the number of role models older 

employees identified and organizational commitment and satisfaction. The number of 

role models was not significant but the degree to which older employees perceived their 

role models as being similar to them in their organization was positively related to 

organizational commitment and job satisfaction. Ibarra (1999) suggested that a greater 

variety of role models allows for individuals to engage in successful professional 

adaptation and increased exploration of the professional identity.  

All these studies examined individuals’ perceptions of role models within a single 

organization. This study attempts to capture an individual’s entire set of role models and 

is not limited to role models in a single organization or career stage.  Further, this study 

aims to examine the number of role models that successful people, as compared to less 

successful people, report having. Because of the limited evidence on this issue directional 

hypotheses are not presented, rather, research questions to explore both directions seem 

more appropriate at this time. I present the following research questions to explore the 

direct benefits and career outcomes of various types and numbers of role models. 
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Research Question 3: Are there differences in the direct benefits and career 

outcomes from engaging with different types of role models, including distant 

models such as historical, celebrities, fictional or virtual role models? 

Research Question 4: Is the number of role models that a professional reports 

using related to the direct benefits and career outcomes received? 
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CHAPTER 4: METHODS  

Sample 

The online survey service Qualtrics was used to collect the sample utilizing their 

panel services. Using Qualtrics’ panel services captured a diverse sample of individuals 

from multiple organizations and industries and helps improve generalizability.  The 

sample consisted of individuals who were currently employed at a 

managerial/professional level, who have completed a bachelor’s degree, and also have at 

least two years of full-time work experience. These criteria were established in order to 

represent working professionals who have experienced varying degrees of professional 

development and career outcomes. The survey was administered at two separate points in 

time, separated by two weeks, to reduce the possibility of common response bias. The 

first survey collected the proximal and distal outcome variables and demographic 

variables. The second survey collected role model information. (See Appendix B for a list 

of each survey variable and the corresponding survey item numbers; and See Appendix C 

for a copy of the online surveys.) 

 A total of 627 respondents completed the time 1 survey. However, 82 of the 627 

surveys were thrown out to eliminate the threat of random responding such as “straight-

lining” (answering all items the same), leaving a total of 545 valid responses for time 1. 

Two weeks later, the 545 respondents who completed the time 1 survey were invited to 

participate in the time 2 survey. A total of 330 respondents completed time 2 survey, 

however 29 of those surveys were also thrown out due to random responding, leaving a 

total of 301 valid responses. The survivor analysis for time 2 was 60%, however, once the 

number of valid responses (300) was reached, the administration of survey time 2 ended. 
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Respondent number 301 had already begun taking the survey and thus was allowed to 

continue which is why the sample ended with 301 instead of 300. The final sample 

consisted of 301 respondents to two surveys matched at time 1 and time 2 separated by 

two weeks in time. The sample was 53% male and 73% non-minority, with an average 

age of 42, and average work experience of 16 years and 8 months. All respondents were 

currently employed in managerial or professional positions. 

 

Survey Instrument Design 

Designing the electronic survey instrument to be interactive was a critical 

component of this research study. Because of the exploratory and cognitive nature of the 

study and the potential for varied responses, the survey was designed to ‘interact’ with 

the respondent and to adapt to responses throughout the survey. Therefore, the survey 

was designed with conditions, so that depending upon how a question was answered only 

applicable and sensible questions and items follow. For example, if a participant named 

Abraham Lincoln as a role model, categorized as a ‘historical figure’, it would be 

nonsensical to then ask the participant about their relational closeness with the former 

president. The survey instrument was designed to account for these conditions, including 

role model categories, and the number of, or lack of, role models named. (Appendix C 

outlines the assigned conditions determining survey flow for the online survey time 2.) 

 The interactive electronic survey instrument made it possible to capture detailed 

data with a sample size of 301. Therefore, since collecting the data hinged upon a 

thoroughly designed and properly working electronic survey instrument, the survey was 

pre-tested in a pilot study. Piloting the survey instrument helped ensure that 1) the 
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instrument was working properly, 2) the survey items were clear and easily understood, 

and that 3) errors or deficiencies were identified for correction. The survey was piloted 

using a panel of 14 experts who were given two tasks: 1) to answer the survey questions, 

and 2) to also to note any problems, confusions, and ambiguities (Schmitt & Klimoski, 

1991). The pilot test provided information about the survey aesthetics, technical 

functioning, and recommendations. Results from the pilot work indicated that 

respondents took 11 minutes on average to complete time 1 survey and took about 13 

minutes on average to complete time 2 survey. (See Appendix D for pilot test procedures 

and details.) 

Measures  

Role models: Role model information was collected using a modified version of the name 

generator device developed by Higgins (2000) and used by developmental network 

researchers (Murphy & Kram, 2010). Respondents were first instructed to think about 

their career and then were provided with the following definition for ‘role model’.  

A role model is a person who you identify with in some way and who you may 
desire to emulate (or avoid).  
 
People pay attention to role models because they represent possible examples of 
important professional skills and personal attributes. You may observe this role 
model for enhancing your work and career or for very specific purposes. You may 
know the person well or not at all. In fact, an interactive relationship is not 
necessary. Role models may vary from an actual person to a fictional character or 
historical figure; and may be a positive example of how to act or an example of 
how not to act. 
 
To summarize: 

• A role model is someone you identify with in some way. 
• You may know the person well or not at all. 
• A role model may be real or imagined. 
• A role model may be positive or negative. 
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To capture an individual’s set of role models, respondents were then instructed to 

consider their career again and to ‘think broadly’ about who may be or have been 

important role models over their career. They were given 6 blanks and asked to ‘list 

people that you consider to fit this description in your career recently. If you wish, use 

first names or initials, whatever will help you identify them in later 

questions.”  Respondents were also instructed to start with the most important or 

influential role models first and work from there, to capture the most influential role 

models in blanks 1-3. The average number of role models reported per respondent was 

3.57. 

Type of Role Model: Respondents were asked to categorize each (blanks 1-6) of their role 

models into one of 7 categories: (1) professional, (2) family or relative, (3) other 

personal, (4) historical figure, (5) celebrity or famous person, (6) fictional person, or (7) 

other. In addition, for the first three role models listed, respondents were asked to identify 

whether each role model is considered to be a positive or negative model, a global or 

partial model, and indicate when interaction with the model occurred. 

In order to collect role model information, participants were instructed to answer 

a series of questions about each of the first three role models they listed. The survey was 

designed so the name(s) of these role model(s) were carried forward and inserted into 

each of the subsequent questions. Displaying the role model name in each question 

helped to reduce confusion as to which role model they are answering questions about. 

Once the respondent completed questions about the first role model, the survey then 

looped back to the beginning and presented questions about the second role model the 



 

66 
 

participant listed and so on. The survey continued in like fashion until the respondent 

completed the same series of questions for their first three role models listed. 

To capture motivational and imitative role modeling, a few items were added 

following the detailed definition for role model. A similar approach has been used in 

network research which typically relies on single-item questions to capture 

developmental relationship information (Seibert, Kraimer, & Liden, 2001). Motivational 

and imitative role modeling information was collected for respondents’ first three role 

models. 

Motivational Role Modeling: This construct was measured using existing items for 

inspiration and motivation. These items were selected because they appear to capture the 

key components of the construct and reflect the key theoretical components of 

motivation: arousal of effort, direction of effort, and persistence (Mitchell, 1982).  

Motivational role modeling was measured using 5 items that have been adapted and 

revised from Scully, Sims, Olian, Smith, and Schnell’s (1992) original measure of 

inspiration using a seven-point Likert scale (Kirkpatrick & Locke, 1996). The original 

items measured the extent to which employees were inspired or motivated by their CEO. 

‘CEO’ was replaced with ‘this person’ to refer to a role model. Respondents were asked 

to indicate the extent to which they agreed or disagreed with the following statements 

about their first three role models: “This person has inspired me.”; “This person’s 

example has helped me to persist in the face of barriers and challenges.”; “This person 

has stimulated my efforts to excel.”; “This person has heightened my motivation to 

succeed.”; and “This person has increased my optimism for the future.” 
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Imitative Role Modeling: Items to tap the construct of imitative role modeling were 

selected after an extensive review of the literature on role modeling and supporting 

theory. These items were reviewed by an expert panel and pretested in the pilot study. 

Imitative role modeling was measured with 5 items created to capture the key 

components of the construct using a seven-point Likert scale. Respondents were asked to 

indicate the extent to which they agreed or disagreed with the following statements about 

their first three role models: “I have borrowed directly from this person’s style of 

behaving.”; “I have implemented specific skills and behaviors I observed in this person.”; 

“I have directly modeled key behaviors taken from this person.”; “I have borrowed from 

this person’s approach to situations.”; and “I have directly modeled this person’s 

attributes or qualities.”  

Role Model Gender:  Role model gender for the first three role models was collected 

from the respondent. This variable was dummy-coded as male or female. 

Role Model Race: Role model race for the first three role models was collected from the 

respondent. This variable was dummy-coded as minority or non-minority (Caucasian). 

Gender: Respondent gender was collected by self-reports and then dummy-coded as male 

or female. 

Race: Respondent race was collected by self-report and then dummy-coded as minority 

or non-minority (Caucasian). 

SES. Socio-economic status was measured using the example of Whitely and colleagues’ 

(1991) study on SES and its effect on mentoring received.  Respondents self-reported 

their socioeconomic origins using the following scale describing their upbringing:  1= 

Welfare recipient, 2= Working poor, 3= Middle income blue collar, 4= Middle income 
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white collar, 5= Upper income professional, and 6= Social Elite substantial non-

employment money. 

Career Stage: Career stage was measured using self-reports of the number of years of 

work experience. Career stage was coded as: 1= Early career stage (1-9 years of works 

experience), 2= Middle career stage (10-24 years of work experience), and 3= Late career 

stage (25 years of work experience). 

Work-related Learning: Work-related learning was measured using Chao, O’Leary-

Kelly, Wolf, Klein, and Gardner’s (1994) 5-item performance proficiency scale using a 

five-point Likert scale. These items are part of the 6-factor socialization measurement 

instrument. Example items are, “I have learned how to successfully perform my job in an 

efficient manner,” and “I understand what all the duties of my job entail.” The 

Cronbach’s alpha for this scale in the data was .77. 

Personal Skill Development: Personal skill development was measured using Lankau and 

Scandura’s (2002) 6-item personal skill development sub-scale using a five-point Likert 

scale. Example items are, “I have learned how to communicate effectively with others,” 

and “I have gained new skills.” The Cronbach’s alpha for this scale in the data was .88. 

Career Motivation: Career motivation was measured using a subscale of Day and Allen’s 

(2004) career motivation scale which captured the extent to which an individual is 

motivated to be proactive in advancing his or her career (Hoobler, Lemmon, and Wayne, 

2011). The subscale consists of 7 items using a five-point Likert scale. An example items 

is, “I have requested to be considered for promotions.” The Cronbach’s alpha for this 

scale in the data was .82. 
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Clarity of Professional Identity: Clarity of professional identity was measured using a 

modified version of Dobrow and Higgin’s (2005) four items for clarity of professional 

identity using a five-point Likert scale. An example item is, “I know who I am, 

professionally and in my career.” The Cronbach’s alpha for this scale in the data was .79. 

Objective Career Success: Objective career success was measured using the number of 

promotions and total compensation. Participants self-reported the number of promotions 

they have received which will serve as an index rate of advancement. A promotion is 

defined as a change in more than one of the following: significant increases in scope of 

responsibility, significant increases in salary, changes in company level, changes in 

offices or office décor, qualifying for bonuses, incentives, or stock plan. This definition 

of promotion has been used in prior careers research (e.g., Whitely, et al., 1991.) Total 

compensation was measured as the sum of the dollar amount of annual direct and 

supplemental compensation. 

Perceived Career Success: Perceived career success was measured using Turban and 

Dougherty’s (1994) four items measured on a five-point Likert scale. An example item is, 

“So far, my career has been very successful.” The Cronbach’s alpha for this scale in the 

data was .89. 

Career Satisfaction:  Career satisfaction was measured with Martins, Eddelston, and 

Veiga’s (2002) three items measured on a five-point Likert scale. An example items is, 

“In general, I am satisfied with my career status.” The Cronbach’s alpha for this scale in 

the data was .90. 
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Career Self-Efficacy: Career self-efficacy was measured using Kossek and colleagues’ 

(1998) 11 items measured on a five-point Likert scale. An example item is, “When I 

make plans for my career, I am confident I can make them work.” The Cronbach’s alpha 

for this scale in the data was .85. 

 

Control Variables 

 Several variables were included in this study to statistically control for factors that 

might confound the relationships under investigation. Many of these variables are 

commonly used as control variables in previous role model, mentoring, and careers 

research (Gibson & Barron, 2003; Turban & Dougherty, 1994; Whitely, et al., 1991).  

Mentoring: Since role modeling is often considered to be a psychosocial function 

provided as part of a mentoring relationship (Kram, 1985), mentoring was controlled for 

in order to assess the extra explanatory value of role modeling beyond mentoring. On the 

first survey, respondents were asked how many mentoring relationships they have had in 

their career to date. Mentor was defined as, “an individual who holds a position senior to 

yours who takes an active interest in developing your career.  While it is possible for an 

immediate supervisor to serve as a mentor, a relationship of this type represents a special 

opportunity to interact with a senior manager.  The standard subordinate/supervisor 

relationship is not a mentoring relationship.” Respondents were asked to indicate the 

following about their primary mentor: the duration of the mentoring relationship, 

mentor’s gender, mentor’s race, and organizational level of their mentor.  

Core Self-Evaluation: Core self-evaluation is comprised of self-esteem, generalized self-

efficacy, locus of control, and emotional stability and was added to control for alternate 
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explanations of role modeling effects. Career self-evaluation was measured using Judge, 

Erez, Bono, & Thorensen’s (2003) 12 items measured on a five-point Likert scale. An 

example item is, “I am confident I get the success I deserve in life.” The Cronbach’s alpha for 

this scale in the data was .88. 

The remaining control variables fall into three categories: human capital 

variables, job and organization variables, and other demographic variables. 

Human Capital Variables. Respondents self-reported their highest degree 

obtained (bachelor’s degree, master’s degree, law degree, doctoral degree, medical 

degree, or other). Degree was coded 1 for bachelor’s degree and 2 for advanced degree.  

Total full-time work experience was collected in years. Continuous work history was 

coded 1 for respondents who report no work interruptions for more than a three month 

period, and 2 for respondents who reported any work interruptions greater than three 

months. In addition, respondents provided an estimate of the average number of hours 

they work per week. 

Job and Organizational Variables. Respondents were asked to identity their 

position, organizational level, organizational size and industry. Position was coded as 1 

for line and 2 for staff. Organizational level was measured by having respondents indicate 

on a five-point scale which response best describes the level of their current position 

where 1= professional-technical/non-managerial position, 2= lower management level, 

3= director or middle management level, 4=vice president or upper management level, 

and 5=senior-level executive (e.g., CEO, operating company president, CFO, COO, etc.). 

Organizational size was measured using eight categories ranging from 1-49 employees to 

50,000 or more employees. Industry was measured using 26 different categories and 
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condensed into six categories coded as: 1=Financial services, 2=Sales and marketing, 

3=Information technology, 4=Manufacturing, 5=Services, 6=other.  

Demographic Variables: Respondents self-reported their age, marital status, and 

if they have dependent children under the age of 18. Age was collected in years. Marital 

status was coded 1 for married and 2 for single. Having dependent children was coded as 

1 for children and 2 for no children.  
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CHAPTER 5: ANALYSES AND RESULTS 

 

In addition to using descriptive statistics and correlations, the data collected by 

this study were analyzed using factor analysis, multiple regression analysis, mediation 

analysis, t-tests, chi-square tests, and one-way ANOVA. 

 

Dimensions of Role Modeling 

Factor analysis was conducted on the two dimensions of role modeling, 

motivational and imitative, to confirm that they were indeed distinct variables and 

different from a measurement standpoint. I first combined the five items used to measure 

motivational role modeling with the five items used to measure imitative role modeling, 

to factor analyze the ten-items for respondents’ primary role model (the first role model) 

because it had the largest number of responses (n= 301). 

I utilized principal components factor analysis with Varimax rotation and an 

unrestricted model, which resulted in two factors with eigenvalues greater than one. 

These two factors clearly mapped onto the theoretical dimensions of the motivational and 

imitative role modeling proposed in this dissertation and I retained the original five items 

on each scale (See Table 1). These two factors accounted for 83% of the variance in the 

items. Both factors had acceptable reliability: Motivational role modeling (α = .96) and 

Imitative role modeling (α = .94). 

Since it was expected that there would be some degree of correlation among the 

two dimensions of role modeling, confirmatory factor analysis was conducted. I utilized 

structural equation modeling to test the fit of the two-factor model to the data. The 
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original five items used to capture the motivational role modeling construct were set to 

load on one latent variable, and the original five items used to capture the imitative role 

modeling were set to load on the other. The Root Mean Square Error of Approximation 

(RMSEA) for the two-factor model was .089, which indicated acceptable fit. The 

Comparative Fit Index (CFI) was .966, which indicated very good fit of the model to the 

data.  

Table 1: Factor Analysis Rotated Factor Loadings 

  
Role Modeling Dimensions 

Motivational Imitative 
M1 This person has inspired me. .858 .367 
M2 This person’s example has helped me to persist in the face of 
barriers and challenges. 

.782 .438 

M3 This person has stimulated my efforts to excel. .880 .328 
M4 This person has heightened my motivation to succeed. .884 .338 
M5 This person has increased my optimism for the future. .811 .404 
I1 I have borrowed directly from this person’s style of behaving. .267 .857 
I2 I have implemented specific skills and behaviors I observed in this 
person. 

.439 .775 

I3 I have directly modeled key behaviors taken from this person. .363 .847 
I4 I have borrowed from this person’s approach to situations. .376 .802 
I5 I have directly modeled this person’s attributes or qualities.  .400 .800 

 

To confirm that a two-factor model fit the data better than a one-factor model, I 

then compared these results to a one-factor model in which all ten items were set to load 

on one latent variable. Results from the one-factor model indicated poor model fit 

(RMSEA = .239 and CFI = .748). To test the difference between the two models, I 

examined the change to the CFI and the chi-square difference statistic. For the change in 

CFI, values equal to or less than .01, indicate measurement equivalence between the two 

groups and values of .02 indicate a difference between the two models (Cheung & Lau, 

2012). The change in CFI was .218, indicating a clear difference between the two models.  
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The chi-square difference test (Δχ2/Δdf) was 15.19 at p < .01, which indicated that the 

two-factor model fit the data better (Kline, 2005). Although, the two dimensions are 

significantly correlated (r = .62, p < .01), these results indicated that motivational and 

imitative role modeling are distinct dimensions and should be measured as two separate 

variables.   

For hypothesis testing, I created two variables for both motivational and imitative 

role modeling, 1) primary role model (the first role model named) and 2) the mean of 

each respondent’s first three role models and named them motivational role modeling 

primary, motivational role modeling mean, imitative role modeling primary, and 

imitative role modeling mean. A similar approach has been used in previous 

developmental network research to examine the influence of multiple developers, in this 

case role models, on career outcomes (Higgins, 2000; Higgins & Thomas, 2001). Using 

both variables allowed me to capture the influence of both the primary role model and an 

individual’s set of role models on proximal and distal outcomes. 

 

Hypotheses Testing  

The means, standard deviations, reliability estimates, and correlations for the 

main study variables are presented in Table 2. Numbers in brackets along the diagonal 

indicate Cronbach’s alpha.  

Examination of the zero-order correlations revealed that the four variables created 

to measure the role modeling dimensions were positively correlated with each other. 

However, confirmatory factor analysis of the two role modeling dimensions conducted  
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Table 2: Means, Standard Deviations, and Correlations.
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previously revealed they are distinct and should be measured as two separate variables. 

As expected, motivational role modeling (primary and mean) were significantly 

correlated (r = .78, p < .01) and therefore were not used in the same regression equations. 

Imitative role modeling (primary and mean) were also significantly correlated (r = .82, p 

< .01), and thus the same procedures were followed.  

Not surprisingly, age and work experience were very highly correlated (r = .84, p 

< .01), therefore, to avoid problems with multicollinearity, age was removed as a control 

variable.  The correlation table also reveals a very high correlation among work 

experience and career stage (r = .93, p < .01) which is expected because the career stage 

variable was created by dividing work experience into three groups. Career stage was 

used to investigate exploratory research questions and was not used in the same analysis 

as work experience. Work experience was also significantly correlated with current job 

tenure (r = .48, p < .01) and current job tenure was significantly correlated with career 

stage (r = .43, p < .01).  

Among the remaining predictor variables used in subsequent regression analysis, 

correlations were .32 or less.  Variance inflation factor (VIF) values were calculated for 

each predictor variable, producing values ranging from 1.02 to 1.94. VIF values greater 

than 10 indicate serious problems with multicollinearity, while values closer to 1 are 

more desirable (Kutner, Nachtsheim, Neter, & Li, 2005), suggesting that the values for 

the predictor variables in this study reveal no further problems with multicollinearity.  
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Dimensions of Role Modeling and Direct Benefits 

Hypothesis 1a predicted that motivational role modeling would be positively 

related to work-related learning. Both variables created to measure motivational role 

modeling (primary role model and the mean of all three role models) were positively 

correlated with work-related learning (r = .31 and r = 29, p < .01). Further, in multiple 

regression analysis, motivational role modeling (primary) explained significant variance 

in the model predicting work-related learning (β = .13, p < .05) and the mean role 

modeling variable was marginally significant (β = .01, p < .10). Thus, hypothesis 1a was 

supported (See Table 3).  

Hypothesis 1b predicted that imitative role modeling would be positively related 

to work-related learning. Both variables created to measure imitative role modeling 

(primary role model and the mean of all three role models) were positively correlated 

with work-related learning (r = .18 for both, p < .01). However, in multiple regression 

analysis with control variables entered into the equation, imitative role modeling was not 

a significant predictor of work-related learning (See Table 3). Thus, hypothesis 1b was 

not supported. 

Hypothesis 1c predicted that imitative role modeling would be more strongly 

related to work-related learning than motivational role modeling. Surprisingly, both 

correlation and multiple regression analysis indicate the opposite. Motivational role 

modeling was more strongly correlated with work-related learning than imitative role 

modeling. Further, when both motivational and imitative role modeling were entered into 

the equation simultaneously, motivational role modeling remained a significant predictor  
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Table 3 

Role Modeling Dimensions Predicting Work-Related Learning 

Control Variables       
Mentoring -.04  -.04 
Core Self-Evaluation .45**  .49** 
Advanced Degree .06  .07 
Work Experience .05  .05 
Continuous Work History .04  .04 
Current Job Tenure .06  .08 
Hours worked per week .11*  .10* 
Organizational level .02  .02 
Organization Size .04  .04 
Financial Services Industry -.02  -.02 
Technology Industry -.04  -.05 
Manufacturing Industry -.06  -.06 
Sales and Marketing Industry .03  .04 
Services Industry -.03  -.05 
Gender .02  .03 
Minority -.21**  -.22** 
SES -.08+   -.09+ 

R2 .40** R2 .40** 
Independent Variables      

Motivational Role Modeling (Primary) .13* Imitative Role Modeling (Primary) .02 
ΔR2 .01* ΔR2 .00 
R2 .42* R2 .40 
Adjusted R2 .38 Adjusted R2 .37 

Note: With the control variables included, multiple regression analysis was conducted on the mean variables for 
role modeling dimensions predicting work-related learning. 
  

  
  

Motivational Role Modeling (Mean) .01+ Imitative Role Modeling (Mean) .03 

R2 .41+ R2 .40 

Adjusted R2 .37 Adjusted R2 .37 
   

 
  

Note: With control variables included, both role modeling dimensions were entered in the equation predicting 
work-related learning. See the appendix for more detail. 

Motivational Role Modeling (Primary) .17** Motivational Role Modeling (Mean) .16* 
Imitative Role Modeling (Primary) -.08 Imitative Role Modeling (Mean) -.09 
R2 .42* R2 .41+ 

Adjusted R2 .38 Adjusted R2 .37 
        
N= 301, *= p < .05, **= p < .01, + = p < .10 
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of work-related learning (β = .17, p < .01 and β = .16, p < .05), and imitative role 

modeling was not (See Table 3). Thus, hypothesis 1c was not supported. 

Hypothesis 2a predicted that motivational role modeling would be positively related to 

personal skill development. Both variables created to measure motivational role modeling 

(primary role model and the mean of all three role models) were positively correlated 

with personal skill development (r = .37 and r = .38, p < .01). Further, in multiple 

regression analysis, motivational role modeling explained significant variance in the 

model predicting personal skill development (β = .26, and β = .28, p < .01). Thus, 

hypothesis 2a was fully supported (See Table 4).  

Hypothesis 2b predicted that imitative role modeling would be positively related 

to personal skill development. Both variables created to measure imitative role modeling 

(primary role model and the mean of all three role models) were positively correlated 

with personal skill development (r = .32 and r = .29, p < .01). Further, in multiple 

regression analysis, imitative role modeling explained significant variance in the model 

predicting personal skill development (β = .20, and β = .19, p < .01). Thus, hypothesis 2b 

was fully supported (See Table 4).  

Hypothesis 2c predicted that imitative role modeling would be more strongly 

related to personal skill development than motivational role modeling. Similar to 

hypothesis 1, both correlation and multiple regression analysis indicate the opposite. 

Motivational role modeling was more strongly correlated with personal skill development 

than imitative role modeling. Further, in multiple regression analysis, when both 

motivational and imitative role modeling were entered into the equation simultaneously, 

motivational role modeling remained a significant predictor of personal skill development  
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Table 4 

Role Modeling Dimensions Predicting Personal Skill Development 

Control Variables      
Mentoring .10*   .10+ 
Core Self-Evaluation .31**   .34** 
Advanced Degree -.03   .00 
Work Experience .12*   .11+ 
Continuous Work History .01   .00 
Current Job Tenure -.21**  -.19** 
Hours worked per week .12*   .11* 
Organizational level .13*   .12* 
Organization Size .11*   .10+ 
Financial Services Industry .01   -.01 
Technology Industry -.02   -.03 
Manufacturing Industry -.05   -.06 
Sales and Marketing Industry .04   .06 
Services Industry .08   .06 
Gender .03   .05 
Minority -.09+  -.10+ 
SES .08   .07 

R2 .30** R2 .30** 
Independent Variables  

    
Motivational Role Modeling (Primary) .26** Imitative Role Modeling (Primary) .20** 
ΔR2 .06** ΔR2 .03** 
R2 .36** R2 .33** 
Adjusted R2 .32 Adjusted R2 .29 
        
Note: With the control variables included, multiple regression analysis was conducted on the mean 
variables for role modeling dimensions predicting personal skill development. 
  

  
  

Motivational Role Modeling (Mean) .28** Imitative Role Modeling (Mean) .19** 
R2 .36** R2 .33** 
Adjusted R2 .32 Adjusted R2 .28 

Note: With control variables included, both role modeling dimensions were entered in the equation 
predicting personal skill development. See the appendix for more detail. 

Motivational Role Modeling (Primary) .22** Motivational Role Modeling (Mean) .32** 
Imitative Role Modeling (Primary) .08 Imitative Role Modeling (Mean) -.05 
R2 .36** R2 .36** 
Adjusted R2 .32 Adjusted R2 .32 
        
N= 301, *= p < .05, **= p < .01, + = p < .10 
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 (β = .22, and β = .32, p < .01) while imitative role modeling did not. Results were similar 

for both the primary role model variables and the mean of all three role models (See 

Table 4).  Thus, hypothesis 2c was not supported. 

Hypothesis 3a predicted that motivational role modeling would be positively 

related to career motivation. Both variables created to measure motivational role 

modeling (primary role model and the mean of all three role models) were positively 

correlated with career motivation (r = .27 and r = .34, p < .01). Further, in multiple 

regression analysis, motivational role modeling explained significant variance in the 

model predicting career motivation (β = .16, and β = .24, p < .01). Thus, hypothesis 3a 

was fully supported (See Table 5).  

Hypothesis 3b predicted that imitative role modeling would be positively related 

to career motivation. Both variables created to measure imitative role modeling (primary 

role model and the mean of all three role models) were positively correlated with career 

motivation (r = .32 and r = .34, p < .01). Further, in multiple regression analysis, imitative 

role modeling explained significant variance in the model predicting career motivation (β 

= .22, and β = .24, p < .01). Thus, hypothesis 3b was fully supported (See Table 5).  

Although I did not hypothesize about whether motivational or imitative role 

modeling would be more strongly related to career motivation, I ran additional analysis 

using the primary role model variables to explore this. Correlations indicate that imitative 

role modeling (r = .32, p < .01) was more strongly related to career motivation than 

motivational role modeling (r = .27, p < .01). Further, in multiple regression analysis, 

when both motivational and imitative role modeling were entered into the equation 

simultaneously, imitative role modeling remained a significant predictor of career  
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Table 5 

Role Modeling Dimensions Predicting Career Motivation 

Control Variables      
Mentoring .17**   .15** 
Core Self-Evaluation .19**   .19** 
Advanced Degree .05   .07 
Work Experience -.08   -.10+ 
Continuous Work History -.08   -.08 
Current Job Tenure .07   .07 
Hours worked per week .07   .06 
Organizational level .24**   .22** 
Organization Size -.03   -.04 
Financial Services Industry .01   .00 
Technology Industry .11+   .10+ 
Manufacturing Industry .03   .02 
Sales and Marketing Industry .04   .05 
Services Industry .10   .10 
Gender .04   .06 
Minority -.01   -.02 
SES .11*   .11* 

R2 .26** R2 .26** 

Independent Variables 
 

    

Motivational Role Modeling (Primary) .16** Imitative Role Modeling (Primary) .22** 
ΔR2 .02** ΔR2 .04** 
R2 .29** R2 .30** 
Adjusted R2 .24 Adjusted R2 .26 
        
Note: With the control variables included, multiple regression analysis was conducted on the mean 
variables for role modeling dimensions predicting career motivation. 
  

  
  

Motivational Role Modeling (Mean) .24** Imitative Role Modeling (Mean) .24** 
R2 .31** R2 .31** 
Adjusted R2 .26 Adjusted R2 .27 

Note: With control variables included, both role modeling dimensions were entered in the equation 
predicting career motivation. See the appendix for more detail.  

Motivational Role Modeling (Primary) .06 Motivational Role Modeling (Mean) .12 
Imitative Role Modeling (Primary) .18** Imitative Role Modeling (Mean) .15+ 
R2 .31** R2 .32** 
Adjusted R2 .26 Adjusted R2 .27 
        
N= 301, *= p < .05, **= p < .01, + = p < .10 
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motivation (β = .18, p < .01), while motivational role modeling did not (See Table 5).  

Intuitively one would expect that motivational role modeling would be more strongly 

related to career motivation than imitative role modeling, making this result somewhat 

surprising.  

Hypothesis 4a predicted that motivational role modeling would be positively 

related to clarity of professional identity. Both variables created to measure motivational 

role modeling (primary role model and the mean of all three role models) were positively 

correlated with clarity of professional identity (r = .26 and r = .27, p < .01). However, in 

multiple regression analysis with control variables entered into the equation, motivational 

role modeling was not a significant predictor of clarity of professional identity (See Table 

6). Thus, hypothesis 4a was not supported. 

Hypothesis 4b predicted that imitative role modeling would be positively related 

to clarity of professional identity. Both variables created to measure imitative role 

modeling (primary role model and the mean of all three role models) were positively 

correlated with clarity of professional identity (r = .22 and r = .23, p < .01). However, in 

multiple regression analysis with control variables entered into the equation, imitative 

role modeling was not a significant predictor of clarity of professional identity (See Table 

6). Thus, hypothesis 4b was not supported. 

 

Direct Role Modeling Benefits and Career Outcomes 

As hypotheses 5-7 suggested, the relationship between role modeling and career 

outcomes is likely mediated by the proximal outcomes (direct role modeling benefits).  

Therefore, it was assumed that direct role modeling benefits would be related to career  
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Table 6 

Role Modeling Dimensions Predicting Clarity of Professional Identity 

Control Variables       
Mentoring .07  .07 
Core Self-Evaluation .59**  .59** 
Advanced Degree .06  .06 
Work Experience .10*  .10* 
Continuous Work History .00  .00 
Current Job Tenure .10*  .10* 
Hours worked per week .03  .03 
Organizational level .09+  .09+ 
Organization Size -.02  -.02 
Financial Services Industry -.03  -.03 
Technology Industry .02  .02 
Manufacturing Industry -.04  -.04 
Sales and Marketing Industry .04  .04 
Services Industry .02  .02 
Gender .06  .06 
Minority -.08+  -.08+ 
SES -.05  -.05 

R2 .51** R2 .51** 

Independent Variables      
Motivational Role Modeling (Primary) .01 Imitative Role Modeling (Primary) -.01 

ΔR2 .00 ΔR2 .00 

R2 .51 R2 .51 

Adjusted R2 .48 Adjusted R2 .48 
        

Note: With the control variables included, multiple regression analysis was conducted on the mean variables 
for role modeling dimensions predicting clarity of professional identity. 
  

  
  

Motivational Role Modeling (Mean) .00 Imitative Role Modeling (Mean) .00 

R2 .51 R2 .51 

Adjusted R2 .48 Adjusted R2 .48 
        
N= 301, *= p < .05, **= p < .01, + = p < .10 
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outcomes and so it was necessary to establish this relationship before testing for 

mediation of the relationship between role modeling and career outcomes.  

Hypotheses 5-7 predicted that the direct role modeling benefits would be 

positively related to career outcomes of objective career success, perceived career  

success, career satisfaction, and career self-efficacy (as shown in Figure 1). To provide a 

thorough analysis of the relationship between these variables both correlations and 

multiple regressions were used. Multiple regressions were performed with all four direct 

role modeling benefits in the equation simultaneously and then each tested separately. 

Table 7 outlines the results of these analyses. Hypothesis 5a predicted that direct role 

modeling benefits (work-related learning, personal skill development, career motivation, 

and clarity of professional identity) would be positively related to objective career 

success. Objective career success was measured by the total number of promotions and 

total annual compensation. The natural log of total compensation was used in the data for 

multiple regression analysis which is typical of previous research examining 

compensation and developmental relationships (Siebert, Kraimer, & Liden, 2001).   

All four direct role modeling benefits were correlated with number of promotions: 

work-related learning (r = .12, p < .05), personal skill development (r = .12, p < .05), 

career motivation (r = .24, p < .01), and clarity of professional identity (r = .14, p < .05). 

However, with control variables included in the regression equation predicting number of 

promotions and all four direct benefits were added simultaneously, the model was not 

significant.  In other words, direct role modeling benefits were not a significant predictor 

of promotions.  
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Three of the four direct role modeling benefits were correlated with total 

compensation: personal skill development (r = .16, p < .01), career motivation (r = .29, p 

< .01), and clarity of professional identity (r = .23, p < .01). Further, in multiple 

regression analysis, direct role modeling benefits explained significant variance in the 

model predicting total compensation (R2 change = .03, p < .05).  When added together, 

direct role modeling benefits were a significant predictor of total compensation.  

When tested separately, career motivation was the only direct role modeling 

benefit that was positively related to both promotions and compensation. In multiple 

regression analysis, career motivation explained significant variance in the model 

predicting both promotions (β = .13, p < .05) and total compensation (β = .13, p < .05). In 

other words, career motivation was positively related to objective career success (See 

Table 7). Results from these analyses indicated partial support for hypothesis 5a. 

Hypothesis 5b predicted that direct role modeling benefits would be positively 

related to perceived career success. All four direct role modeling benefits were positively 

correlated with perceived career success: work-related learning (r = .21, p < .01), 

personal skill development (r = .45, p < .01), career motivation (r = .50, p < .01), and 

clarity of professional identity (r = .47, p < .01). 

Further, in multiple regression analysis, direct role modeling benefits explained 

significant variance in the model predicting perceived career success (R2 change = .12, p 

< .01), with personal skill development (β = .20, p < .01), career motivation (β = .21, p < 

.01), and clarity of professional identity (β = .22, p < .01), each being significant positive 

predictors.  However, work-related learning was a significant but negative predictor of  
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Table 7 

Direct Role Modeling Benefits Predicting Career Outcomes 

  Promotions Compensation a 
Perceived 

Career Success 
Career 

Satisfaction 
Career                   

Self-Efficacy 

Control Variables           
Mentoring .13* .07 .06 .07 .05 
Core Self-Evaluation .05 .07 .33** .30** .43** 
Advanced Degree -.07 .12* .02 -.04 -.02 
Work Experience .28** .16** -.11* - .14** .08+ 
Continuous Work History .04 -.05 .00 .06 .03 
Current Job Tenure -.03 .04 .10* .05 -.03 
Hours worked per week  -.11* .11* -.08+ -.05 .12** 
Organizational level .26** .19** .09+ .06 .00 
Organization Size .08 .23** .10* .05 -.02 
Financial Services Industry .00 -.06 .01 -.02 -.01 
Technology Industry .15* -.05 .04 .01 .04 
Manufacturing Industry .18** .03 .10+ .02 .02 
Sales and Marketing 

Industry .03 -.08 .06 -.01 -.01 

Services Industry .10 -.06 .07 -.01 -.01 
Gender .00  -.23** .00 -.02 .03 
Minority .03 .12* -.02 -.08+ -.01 
SES .01 .09+ .09* .02 -.05 

Independent Variables       
Work-Related Learning .11 -.14* -.25** -.32** .35** 
Personal Skill Development -.07 -.04 .20** .18** .08+ 
Career Motivation .15* .14* .21** .25** -.10* 
CPI -.09 .14+ .22** .28** .10* 

R2 .26 .52* .52** .46** .69** 
Adjusted R2 .21 .38 .48 .42 .66 
R2 Change .02 .03* .12** .15** .11** 

Note: With control variables entered into the regression equation, each of the direct role modeling benefits 
was tested separately and predicts career outcomes as follows:  
  

    
  

Work-Related Learning .06 -.10+ -.10 -.15* .41** 
Personal Skill Development .00 .00 .25** .24** .17** 
Career Motivation .13* .13* .29** .32** -.05 
CPI -.05  .09 .20** .24** .25** 
 a The natural log of total compensation was used in the analysis. 
N= 301, *= p < .05, **= p < .01, + = p < .10  CPI = Clarity of Professional Identity 
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perceived career success (β = -.25, p < .01). With the exception of work-related learning, 

direct role modeling benefits were positively related to perceived career success. 

When the direct benefits were tested separately in multiple regression analysis, 

personal skill development (β = .25, p < .01), career motivation (β = .29, p < .01), and 

clarity of professional identity (β = .20, p < .01) explained significant variance in separate 

models predicting perceived career success, while work-related learning did not (See 

Table 7). 

Results from the analyses reveal that overall direct role modeling benefits were 

positively related to perceived career success indicating support for hypothesis 5b. 

However, because work-related learning did not explain significant positive variance in 

the models predicting perceived career success, hypothesis 5b was only partially 

supported.  

Hypothesis 6 predicted that direct role modeling benefits would be positively 

related to career satisfaction. All four direct role modeling benefits were positively 

correlated with career satisfaction: work-related learning (r = .16, p < .01), personal skill 

development (r = .41, p < .01), career motivation (r = .49, p < .01), and clarity of 

professional identity (r = .45, p < .01). 

Further, in multiple regression analysis, direct role modeling benefits explained 

significant variance in the model predicting career satisfaction (R2 change = .15, p < .01), 

with personal skill development (β = .18, p < .01), career motivation (β = .25, p < .01), 

and clarity of professional identity (β = .28, p < .01), each being significant positive 

predictors.  However, work-related learning was a significant but negative predictor of 
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career satisfaction (β = -.32, p < .01). With the exception of work-related learning, direct 

role modeling benefits were positively related to career satisfaction (See Table 7). 

When the direct benefits were tested separately in multiple regression analysis, 

personal skill development (β = .24, p < .01), career motivation (β = .32, p < .01), and 

clarity of professional identity (β = .24, p < .01) again explained significant variance in 

separate models predicting career satisfaction. Work-related learning was also a 

significant but negative predictor when tested separately (β = -.15, p < .05).  

Results from the data revealed that overall direct role modeling benefits were 

positively related to career satisfaction indicating support for hypothesis 6. However, 

because work-related was a negative predictor in the models predicting career 

satisfaction, hypothesis 6 was only partially supported.  

Hypothesis 7 predicted that direct role modeling benefits would be positively 

related to career self-efficacy. All four direct role modeling benefits were positively 

correlated with career self-efficacy: work-related learning (r = .70, p < .01), personal skill 

development (r = .48, p < .01), career motivation (r = .20, p < .01), and clarity of 

professional identity (r = .64, p < .01). 

Further, in multiple regression analysis, direct role modeling benefits explained 

significant variance in the model predicting career self-efficacy (R2 change = .11, p < 

.01), with work-related learning (β = .35, p < .01),  personal skill development (β = .08, p 

< .10), and clarity of professional identity (β = .10, p < .05), each being significant 

positive predictors.  However, career motivation was a significant but negative predictor 

of career self-efficacy (β = -.10, p < .05). With the exception of career motivation, direct 

role modeling benefits were positively related to career self-efficacy (See Table 7). 
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When the direct benefits were tested separately in multiple regression analysis, 

work-related learning (β = .41, p < .01), personal skill development (β = .17, p < .01), and 

clarity of professional identity (β = .25, p < .01) again explained significant variance in 

separate models predicting career self-efficacy. Career motivation was not a significant 

predictor of career self-efficacy.  

Results from the data reveal that overall direct role modeling benefits were 

positively related to career self-efficacy indicating support for hypothesis 7. However, 

because career motivation did not explain significant variance in the models predicting 

career self-efficacy, hypothesis 7 was only partially supported.  

 

Direct Role Modeling Benefits as Mediators 

Hypothesis 8a and b predicted that direct role modeling benefits would mediate 

the relationship between role modeling (motivational and imitative) and career outcomes. 

The mean variables of motivational and imitative role modeling were used in the 

mediation analyses. To test for mediation, the procedures described by Baron and Kenny 

(1986) were followed for each of the direct benefit and career outcome variables. 

According to Baron and Kenny three conditions must exist to establish mediation. First, 

the independent variable must influence the mediator. Second, the mediator must 

influence the dependent variable. Third, the mediator must affect the dependent variable 

while controlling for the independent variable, and the previous significant effects of the 

independent variable on the dependent variable must be less when controlling for the 

mediator variable. It is considered complete mediation if the independent variable does 

not influence the dependent variable when the mediator is controlled.  
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Before testing for mediation, a significant relationship must be established 

between the independent variable and dependent variables, in this case motivational role 

modeling and career outcomes. Of the career outcome variables, motivational role 

modeling was significantly correlated with perceived career success (r = .27, p < .01), 

career satisfaction (r = .30, p < .01), and career-self efficacy (r = .23, p < .01). However, 

after performing multiple regressions using the mean motivational role modeling variable 

with control variables entered into the equation, motivational role modeling was the only 

significant predictor of career satisfaction (β = .16, p < .01). Therefore, tests for mediation 

could only be conducted on this relationship (See Table 8).  

Table 8 

Motivational Role Modeling and Career Outcomes 

  Promotions Compensation a 

Perceived 
Career 

Success 
Career 

Satisfaction 

Career                   
Self-

Efficacy 
Motivational Role Modeling 
(mean) -.02 -.03 .11+ .16** -.04 

ΔR2 .00 .00 .01+ .02** .00 

R2 .24 .39 .41+ .33** .58 

Adjusted R2 .19 .35 .37 .29 .55 
 

 a The natural log of total compensation was used in the analysis. 
 

  
N= 301, *= p < .05, **= p < .01, + = p < .10       

 
 

Results from hypotheses 1-4 satisfied the first condition of mediation revealing 

that motivational role modeling was significantly related to work-related learning, 

personal skill development, and career motivation. Results from hypothesis 6 satisfied the 

second condition with personal skill development, career motivation, and clarity of 

professional identity being significantly related to career satisfaction. Because personal 
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skill development and career motivation remained significant in both conditions, they 

were tested as mediators of the relationship between motivational role modeling and 

career satisfaction. 

When both personal skill development and motivational role modeling were 

included in the regression equation, personal skill development remained a significant 

predictor of career satisfaction (β = .20, p < .01), and motivational role modeling became 

marginally significant (β = .10, p < .10), indicating partial mediation. When both career 

motivation and motivational role modeling were included in the regression equation, career 

motivation remained a significant predictor of career satisfaction (β = .30, p < .01), and 

motivational role modeling was no longer a significant predictor, indicating complete 

mediation. The results indicate that two of the four direct role modeling benefits, personal 

skill development and career motivation, mediated the relationship between motivational role 

modeling and the career outcome of career satisfaction (See Table 9). Thus, hypothesis 8a 

was partially supported. 

Hypothesis 8b predicted that direct role modeling benefits would mediate the 

relationship between imitative role modeling and career outcomes. Imitative role 

modeling was significantly correlated with all the career outcome variables, except career 

self-efficacy. Multiple regressions were performed on each of the career outcome 

variables using the mean imitative role modeling variable with control variables entered 

into the equation. Imitative role modeling remained a significant positive predictor of 

perceived career success (β = .14, p < .01) and career satisfaction (β = .19, p < .01), but a 

significant negative predictor of career self-efficacy (β = -.13, p < .01). Therefore, tests for 

mediation were conducted on these relationships (See Table 10).   
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Table 9 

Analysis of Role Modeling Benefits Mediating the Relationship of  
Motivational Role Modeling and Career Satisfaction 

Control Variables  
   

Mentoring .14**  
  

Core Self-Evaluation .40**  
  

Advanced Degree -.03  
  

Work Experience -.13*  
  

Continuous Work History .04  
  

Current Job Tenure .02  
  

Hours worked per week -.05  
  

Organizational level .17**  
  

Organization Size .05  
  

Financial Services Industry -.02  
  

Technology Industry .06  
  

Manufacturing Industry .02  
  

Sales and Marketing Industry .00  
  

Services Industry .05  
  

Gender .00  
  

Minority -.06  
  

SES .08  
  

Independent Variables  
   

Motivational Role Modeling (Mean) .16**    

R2 .33** 
 

  

Adjusted R2 .29 
 

  

   
 

  

Tests for Mediation 
  

  
  

Motivational Role Modeling (Mean) .10+ Motivational Role Modeling (Mean) .09 

Personal Skill Development  .20** Career Motivation .30** 

R2 .36** R2 .39** 

Adjusted R2 .31 Adjusted R2 .35 

R2 Change .03** R2 Change .06** 

N= 301, *= p < .05, **= p < .01, + = p < .10  
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Table 10 

Imitative Role Modeling and Career Outcomes 

  Promotions Compensation a 

Perceived 
Career 

Success 
Career 

Satisfaction 

Career                   
Self-

Efficacy 
Imitative Role Modeling 
(mean) .02 -.02 .14** .19** -.13** 

ΔR2 .00 .00 .02** .03** .01* 

R2 .24 .39 .42** .34** .59** 

Adjusted R2 .19 .35 .38 .30 .56 
 a The natural log of total compensation was used in the analysis. 

 
  

N= 301, *= p < .05, **= p < .01, + = p < .10       
 

Results from hypotheses 1-4 indicated that imitative role modeling was 

significantly related to personal skill development and career motivation. Therefore the 

remaining tests for mediation will examine the direct role modeling benefits of personal 

skill development and career motivation as potential mediators of the relationship 

between imitative role modeling and the career outcomes: perceived career success, 

career satisfaction, and career self-efficacy.  

Perceived career success as a career outcome was addressed first. Results from 

hypothesis 5b indicated that personal skill development and career motivation were 

significantly related to perceived career success and were used to test for mediation. 

When both personal skill development and imitative role modeling were included in the 

regression equation, personal skill development remained a significant predictor of 

perceived career success (β = .22, p < .01), and imitative role modeling, while still a 

significant predictor (β = .10, p < .05), became less significant than it was in the previous 

model. These results suggest partial mediation. In addition, when both career motivation 

and imitative role modeling were included in the regression equation, career motivation 

remained a significant predictor of perceived career success (β = .27, p < .01), and 
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imitative role modeling became no longer significant, which indicated complete 

mediation (See Table 11). Thus, the relationship between imitative role modeling and 

perceived career success was partially mediated by personal skill development and 

completely mediated by career motivation. 

Career satisfaction as a career outcome was addressed next. Results from 

hypothesis 6 indicated that personal skill development and career motivation were 

significantly related to career satisfaction and were used to test for mediation. I started 

with personal skill development as a potential mediator. When both personal skill 

development and imitative role modeling were included in the regression equation, both 

variables remained significant predictors of career satisfaction (β = .20 and β = .16, p < 

.01). For mediation to exist, the effects of imitative role modeling on career satisfaction 

must be less when controlling for personal skill development.  This condition was met, 

which indicated partial mediation. Next, I tested career motivation as a potential 

mediator. Both career motivation and imitative role modeling were included in the 

regression equation and received similar results. Career motivation and imitative role 

modeling remained significant predictors of career satisfaction (β = .29, p < .01 and β = 

.12, p < .05). However, the effect of imitative role modeling on career satisfaction was 

less when controlling for career motivation, which indicated partial mediation (See Table 

11). Thus, personal skill development and career motivation partially mediated the 

relationship between imitative role modeling and career satisfaction. 
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Table 11 

Analysis of Role Modeling Benefits Mediating the Relationship of                                                             
Imitative Role Modeling and Career Outcomes 

  
Perceived Career 

Success 
Career 

Satisfaction 
Career Self-

Efficacy 
Control Variables       

Mentoring .12* .12* .06 
Core Self-Evaluation .44* .41** .69** 
Advanced Degree .04 -.02 .00 
Work Experience -.12* -.16** .15** 
Continuous Work History -.01 .04 .04 
Current Job Tenure .07 .02 .00 
Hours worked per week -.06 -.04 .16** 
Organizational level .16** .15** .01 
Organization Size .10* .05 .00 
Financial Services Industry .00 -.03 -.02 
Technology Industry .07 .06 .01 
Manufacturing Industry .09+ .02 -.01 
Sales and Marketing Industry .07 .00 .01 
Services Industry .12+ .05 -.04 
Gender .02 .01 .04 
Minority -.01 -.07 -.09* 
SES .15** .08 -.10* 

Independent Variables     
Imitative Role Modeling (mean) .14** .19** -.13** 

R2 .42** .34** .59** 
Adjusted R2 .38 .30 .56 

Tests for Mediation 
Imitative Role Modeling (mean) .10* .16** -.17** 
Personal Skill Development .22** .20** .21** 
R2 .45** .37** .62** 
Adjusted R2 .41 .33 .59 
R2 Change .03** .03** .03** 
      
Imitative Role Modeling (mean) .08 .12* -.13** 
Career Motivation .27** .29** -.02 
R2 .47** .40** .59 
Adjusted R2 .43 .36 .56 
R2 Change .05** .06** .00 

N= 301, *= p < .05, **= p < .01, + = p < .10 
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Career self-efficacy as a career outcome was addressed last. Results from 

hypothesis 7 indicated that personal skill development was related to career self-efficacy 

and was tested as a   mediator. When both personal skill development and imitative role 

modeling were included in the regression equation, personal skill development remained 

a significant positive predictor of career self-efficacy (β = .21, p < .01), while imitative 

role modeling a remained significant but negative predictor (β = -.17, p < .01). The effect 

of imitative role modeling on career-self-efficacy was not significantly less when 

controlling for personal skill development which indicated no mediation (See Table 11). 

The results from these tests of mediation, along with the fact that not all of the direct role 

modeling benefits or career outcome variables met the conditions for mediation, 

hypothesis 8b was only partially supported. 

A summary of hypotheses results is provided in Table 12. 

 

Research Questions and Exploratory Analyses 

 On average respondents named 3.57 role models. Of the role models named in the 

first position (primary role model), 48%  were categorized as professional acquaintances, 

65% were considered to be global role models (versus partial), 95% were considered to 

be positive role models (versus negative), 40% were considered a current interaction 

(versus past interaction), and 9% were reported as never having any interaction. As for 

gender, 54% of female respondents named a same gender role model for their primary 

role model, while 91% of males reported a same gender primary role model. With regard 

to minority status, 74% of minority respondents named a same race primary role model,  
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Table 12: Summary of Hypotheses Results 

 
Hypotheses Results 

Hypothesis 1a: Motivational role modeling will be positively related 
to work-related learning. Supported 

Hypothesis 1b: Imitative role modeling will be positively related to 
work-related learning.  Not Supported 

Hypothesis 1c: Imitative role modeling will be more strongly related 
to work-related learning than motivational role modeling.  Not Supported 

Hypothesis 2a: Motivational role modeling will be positively related 
to personal skill development. Supported 

Hypothesis 2b: Imitative role modeling will be positively related to 
personal skill development.  Supported 

Hypothesis 2c: Imitative role modeling will be more strongly related 
to personal skill development than motivational role modeling.  Not Supported 

Hypothesis 3a: Motivational role modeling will be positively related 
to career motivation. Supported 

Hypothesis 3b: Imitative role modeling will be positively related to 
career motivation. Supported 

Hypothesis 4a: Motivational role modeling will be positively related 
to clarity of professional identity. Not Supported 

Hypothesis 4b: Imitative role modeling will be positively related to 
clarity of professional identity. Not Supported 

Hypothesis 5a: Direct role modeling benefits will be positively related 
to objective career success.  Partially Supported 

Hypothesis 5b: Direct role modeling benefits will be positively related 
to perceived career success.  Partially Supported 
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Hypotheses Results 

Hypothesis 6: Direct role modeling benefits will be positively related 
to career satisfaction.  Partially Supported 

Hypothesis 7: Direct role modeling benefits will be positively related 
to career self-efficacy. Partially Supported 

Hypothesis 8a: Direct role modeling benefits will mediate the 
relationship between motivational role modeling and career outcomes. Partially Supported 

Hypothesis 8b: Direct role modeling benefits will mediate the 
relationship between imitative role modeling and career outcomes.  Partially Supported 

 

while 88% of non-minority respondents reported a same race primary role model. See 

Appendix F for more detailed information about the first three role models named by 

respondents. 

Demographic Correlates and Role Modeling. The first research question asked if 

gender, race, socio-economic status (SES), and career stage were related to the use of 

motivational and imitative role modeling. To address this research question I conducted t-

tests and one-way ANOVA. Because gender and race were both coded into two groups 

(male/female and minority/non-minority) t-tests were an appropriate way to assess 

whether the means of the two groups were statistically different from each other. Tests on 

both the primary and mean role modeling variables for motivational and imitative role 

modeling were used to explore the differences between males and females. Results from 

the two-tailed significance tests indicated no significant differences for either of the role 

modeling variables for males and females (all p > .40).  The results from these analyses 
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are shown in Table 13. These results suggest that gender did not influence the use of 

motivational or imitative role modeling by professionals. 

 
Table 13 

Role Modeling and Gender 

    Mean SD t df 
Sig.  

(2-tailed) 

Motivational Role 
Modeling (primary) 

males 6.12 .98 -.79 299 .43 

females 6.20 .76       

Motivational Role 
Modeling (mean) 

males 6.04 .72 -.57 299 .57 

females 6.09 .76       

Imitative Role Modeling 
(primary) 

males 5.81 .97 .82 273 .41 

females 5.71 1.15       

Imitative Role Modeling 
(mean) 

males 5.74 .83 .77 267 .44 

females 5.65 1.02       
 

Independent-samples t-tests were also conducted to compare if there were 

significant differences in motivational role modeling for minorities and non-minorities 

and then again for imitative role modeling. Results from the two-tailed significance tests 

indicated a marginally significant difference in motivational role modeling for minorities 

(mean = 6.02, SD = .94) and non-minorities (mean = 6.21, SD = .86); t (299) = 1.65, p ≤ 

.10). These results may suggest that there is a slight difference in the use of motivational 

role modeling by race, more specifically that non-minorities reported higher motivational 

role modeling than minority respondents. However, this tentative result should be taken 

with caution due to the marginally significant p-value reported. The accepted cut-off for 
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true significance is p ≤ .05.  The results from these analyses are shown in Table 14. As 

for imitative role modeling, there was no significant difference for minorities and non-

minorities, suggesting that race does not influence the use of imitative role modeling by 

professionals. 

 

Table 14 

Role Modeling and Race 

    Mean SD t df 
Sig.  

(2-tailed) 

Motivational Role 
Modeling (primary) 

Non-minority 6.21 .86 1.65 299 .10 

Minority 6.02 .94       

Motivational Role 
Modeling (mean) 

Non-minority 6.10 .73 1.24 299 .22 

Minority 5.98 .77       

Imitative Role Modeling 
(primary) 

Non-minority 5.78 1.10 .54 299 .59 

Minority 5.71 .94       

Imitative Role Modeling 
(mean) 

Non-minority 5.71 .93 .35 299 .73 

Minority 5.67 .91       
 

ANOVA was used to test for significant differences in the use of motivational and 

imitative role modeling for SES and career stage. Results from the tests for differences in 

motivational or imitative role modeling for SES were non-significant as shown in Table 

15, indicating that respondents from different socio-economic origins did not report using 

role modeling differently. 

In order to test for differences in the use of motivational and imitative role 

modeling for different career stages, I created a variable called ‘career stage’ by dividing 
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number of years work experience into three groups (early = 0-9 years, middle = 10-24 

years, and late = 25 or more years). There were significant differences in the mean 

motivational role modeling variable by career stage (F = 2.57, p ≤ .01), but not for the 

primary role modeling variable. Upon further inspection, there was a significant 

difference between career stage 3 and the other two career stages, but no significant 

difference between career stages 1 and 2 as shown in Table 16. In other words, later 

career stage respondents reported more motivational role modeling overall than early or 

middle career stage respondents.  Although there does appear to be a linear relationship 

increasing over time (career stage) which would indicate more role modeling as career 

stages progress. Perhaps a larger sample size would have confirmed this relationship.  

 

Table 15 

Tests for Differences in Motivational and Imitative Role Modeling for SES  

  
Sum of 
Squares df 

Mean 
Square F Sig. 

Motivational Role 
Modeling (primary) 

Between Groups 3.46 4 .86 1.10 .36 
Within Groups 232.23 296 .78    
Total 235.68 300       

Motivational Role 
Modeling (mean) 

Between Groups 2.93 4 .73 1.35 .25 
Within Groups 160.73 296 .54    
Total 163.66 300      

Imitative Role 
Modeling (primary) 

Between Groups 6.03 4 1.51 1.35 .25 
Within Groups 331.63 296 1.12    
Total 337.66 300       

Imitative Role 
Modeling (mean) 

Between Groups 4.50 4 1.13 1.32 .26 
Within Groups 251.86 296 .85    
Total 256.36 300       
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There were significant differences in both the primary and mean imitative role 

modeling variables by career stage (F= 5.95, p ≤ .01 and F = 9.81, p ≤ .01). Upon further 

inspection of imitative role modeling (primary), there was a significant difference 

between career stages 1 and 3, but not with career stage 2 as shown in Table 16. In other 

words, later career stage respondents reported more imitative role modeling than early 

career stage respondents for their primary role models.  The results for imitative role 

modeling (mean) were similar to those of the motivational role modeling (mean), there 

was a significant difference between career stage 3 and the other two career stages, but no 

significant difference between career stages 1 and 2 as shown in Table 16. These results 

indicate that later career stage respondents reported more imitative role modeling overall 

than early or middle career stage respondents.  These results are somewhat surprising 

since role modeling has typically been assumed to be an early career stage phenomenon. 

To further explore differences in reports of motivational and imitative role 

modeling by career stage, I ran additional analysis examining when respondents’ 

interaction with their role models had occurred (e.g., past or present) for the first three 

role models reported. There were significant differences in the recency of interaction with 

role models by career stage, with later career stage individuals reporting more past 

interaction. This result is not surprising given the fact that career stage and age are highly 

correlated and therefore later career stage individuals have more years of experience to 

draw upon when considering influential role models. Results from ANOVA indicated no 

significant difference in the number of role models reported and career stage. This 

suggests that although later career stage individuals were more likely to report role 
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models from the distant past, they still reported higher levels of motivational and 

imitative role modeling than earlier career stage individuals. 

 

Table 16 

Comparisons in Motivational and Imitative Role Modeling by Career Stage 
          

Mean 
Difference   

Career 
Stage Mean SD 

Comparisons 
by Career 

Stage 

Motivational Role 
Modeling (mean) 

1.00 
5.95 .74 2.00 -.06825 
    3.00 -.31979** 

2.00 
6.02 .77 1.00 .06825 

  
    3.00 -.25154* 

3.00 
6.27 .66 1.00 .31979* 
    2.00 .25154* 

Imitative Role Modeling 
(primary) 

1.00 
5.51 1.01 2.00 -.24172 
    3.00 -.53425** 

2.00 
5.76 1.14 1.00 .24172 

      3.00 -.29253 
  

3.00 
6.05 .95 1.00 .53425** 

  
   2.00 .29253 

Imitative Role Modeling 
(mean) 

1.00 
5.46 .89 2.00 -.17538 
    3.00 -.57777** 

2.00 
5.64 1.00 1.00 .17538 

      3.00 -.40239** 
  

3.00 
6.04 .74 1.00 .57777** 

      2.00 .40239** 
N=301, career stage 1 n=96, career stage 2 n=119, career stage 3 n=86 

 

Demographic Correlates and Types of Role Models. The second research 

question asked if gender, race, socio-economic status, and career stage were related to the 

use of different types of role models. To address this research question I created new 

variables for the different types of role models. First, I created a variable for each type of 
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role model: professional acquaintance, family member/relative, personal acquaintance, 

historical figure, celebrity/famous person, fictional person, and other to account for 

respondents reporting each of the role model types (0, 1).  This variable captured if a 

respondent reported having a certain type of role model as opposed to not having one. To 

account for the total number of each type of role model per respondent, I then created a 

new variable for each type and labeled them accordingly (e.g. ‘number of professional 

role models’). For example, on average respondents named 1.8 professional acquaintance 

role models, as shown in Table 17. I then conducted a series of correlation analysis, chi-

square tests, and t-tests to explore significant relationships between types of role model 

and gender and race.  

 
Table 17 

Number of Role Models by Type and Position 

  Mean SD 
Role 

Model 1 
(primary) 

Role 
Model 

2 

Role 
Model 

3 

Role 
Model 

4 

Role 
Model 

5 

Role 
Model 

6 
Total 

Professional 
Acquaintance 1.8 1.71 145 140 97 66 55 49 552 

Family 
Member/Relative 0.79 1.1 84 53 40 30 15 17 239 

Personal 
Acquaintance 0.46 0.9 25 32 26 28 17 15 143 

Historical 0.2 0.76 17 7 8 10 10 11 63 

Celebrity/Famous 
Person 0.22 0.68 19 14 14 6 8 2 63 

Fictional Person 0.02 0.15 0 2 2 1 0 2 7 

Other  0.08 0.37 11 6 3 2 2 1 25 

Total     301 254 190 143 107 97 1092 
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Gender was not significantly correlated with any of the role model types. See 

Appendix G for zero order correlations of the different types of role models and 

demographic variables. Results from the chi-square tests reveal no significant differences 

with having a certain type of role model (as opposed to not having that type) and gender. 

As for the total number of each type of role model variable, results from the t-test were 

not significant indicating that gender was not related to the total number of each type of 

role model reported.  

Minority status was significantly negatively correlated to reporting a professional 

acquaintance role model (r = -.15, p < .05). See Appendix G. The chi-square tests and t-

tests reveal significant differences for both having a professional acquaintance role model 

(chi square= 7.09, p < .01) and the total number of professional acquaintance role models 

with minority status (See Table 18). These results indicate that minority respondents 

reported significantly fewer professional acquaintance role models than non-minority 

respondents. 

To explore significant relationships between different types of role models and 

SES and career stage, I conducted chi-square tests and AVOVA. The different types of 

role model variables, coded 0 and 1, were used in the chi-square tests with both SES and 

career stage to test if the different levels of SES or career stages were related to the 

reported use of different types of role models. Again, this compared respondents that had 

a certain type of role model to those who did not. The results were not significant 

indicating that SES or career stage was not related to the reported use of different types of 

role models.  
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Table 18 

T-Test Results for Number of Each Role Model Type by Minority Status 

Number of Type of  
Role Model 

   Mean SD t df 

Sig. 
(2-

tailed) 
Professional Acquaintance Non-minority 2.00 1.76 2.87 299 .00 
  Minority 1.37 1.53       
Family Member/Relative Non-minority .77 1.09 -.67 299 .50 
  Minority .86 1.14       
Personal Acquaintance Non-minority .48 .87 .21 299 .83 
  Minority .46 1.03       
Historical Person Non-minority .19 .73 -.68 299 .50 
  Minority .26 .89       
Celebrity/Famous Person Non-minority .19 .61 -1.09 299 .27 
  Minority .27 .57       
Fictional Person Non-minority .02 .13 -.96 299 .34 
  Minority .04 .19       
Other  Non-minority .08 .40 -.09 299 .93 
  Minority .09 .32       

 

I then examined the total number of each type of role model and the relationship 

to SES and career stage using ANOVA.  Results from ANOVA indicated no significant 

differences in the total number of each type of role model reported and SES or career 

stage. 

Types of Role Models and Career Outcomes. The third research question asked 

about differences in the direct benefits and career outcomes from engaging with different 

types of role models, including distant models such as historical, celebrities, fictional, or 

virtual role models. However, descriptive statistics indicate that the sample size of 

fictional role models (n = 7) and role models in the “other” category (n = 25) were not 

large enough to perform t-tests, therefore, these two types of role models were not 



 

110 
 

included in this first set of analyses. To address this research question I first used 

correlation analysis and then performed a series of t-tests to explore significant 

differences in direct benefits and career outcomes from having different types of role 

models. These analyses used the variable created to capture having a certain type of role 

model as opposed to not having one. Correlation analysis revealed that professional 

acquaintance role models were significantly correlated with work-related learning (r = 

.17, p < .01), clarity of professional identity (r = .14, p < .05), and career self-efficacy (r = 

.19, p < .01). Personal acquaintance role models (other than family) were significantly 

correlated with career self-efficacy (r = .13, p < .05). See Appendix G.  

 Results from the t-tests indicate that having a professional acquaintance role 

model (as opposed to not having one) was related to the direct role modeling benefits of 

work-related learning (t = - 2.8, p < .01) and clarity of professional identity (t = -2.6, p ≤ 

.01), as well as the career outcome of career self-efficacy (t = -3.3, p < .01).  These 

results indicate that having a professional role model (as opposed to not having one) was 

positively related to these outcomes. In addition, having a personal acquaintance role 

model was also significantly related to career self-efficacy (t = -2.3, p < .05), suggesting 

that respondents with a personal acquaintance role model had higher career self-efficacy 

than those who did not have one. With this analysis, the other types of role models were 

not significantly related to direct benefits or career outcomes.  

In addition to t-tests, I conducted a series of one-way ANOVA to compare the 

differences of having different types of role models for each direct benefit and career 

outcome. There were no significant differences between types of role models and direct 

benefits, however, the results did indicate significant differences among types of role 
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models and the career outcomes of compensation and career satisfaction as shown in 

Table 19. There was a significant difference in compensation for professional 

acquaintance, family member/relative, and historical type role models as compared to 

role models labeled “other.” This suggests that higher compensation was related to 

having role models that were categorized as a professional acquaintance, family member 

or relative, or historical person, as opposed to those categorized as “other”.  There was 

also a significant difference in career satisfaction for historical role models and role 

models labeled “other,” suggesting having historical role models, as opposed to “other” 

role models, was positively related to career satisfaction.  (The qualitative analysis 

section of this dissertation reveals that role models labeled “other” are most likely 

advisors, coaches, and teachers).   

Table 19 

Results from Comparing Different Types of Role Models and Career Outcomes  

  Role Model Type Mean SD F Sig. 

Compensationa 

Professional Acquaintance 11.20 .70 2.82 .02 
Family Member/Relative 11.18 .65     
Personal Acquaintance 10.97 .77     
Historical Person 11.38 .79     
Celebrity/Famous Person 10.99 .72     
Other 10.53 .49     

Career 
Satisfaction 

Professional Acquaintance 3.77 1.02 2.70 .02 
Family Member/Relative 3.84 .93     
Personal Acquaintance 3.33 1.19     
Historical Person 4.08 .68     
Celebrity/Famous Person 3.39 1.00     
Other 3.15 .83     

aThe log of compensation was used. 
    Fictional type of role model was not included in this analysis. 
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I then used multiple regressions to examine the total number of each type of role 

model a respondent reported and career outcomes. With all the control variables and the 

total number of each different type of role model entered into the multiple regression 

equation, the number of personal acquaintance role models a respondent reported was 

positively and significantly related to career self-efficacy (β = .13, p < .01). These results 

were significant over and above all other types of role models. Overall, these results 

suggested that the different types of role models are related to subjective career 

outcomes. 

Number of Role Models and Career Outcomes. The fourth research question 

asked if the number of role models that a professional reported using was related to the 

direct benefits and career outcomes received. To address this research question I created a 

new variable called ‘total number of role models’ to account for each respondent’s total 

number of role models reported. I then used ‘total number of role models’ as the 

independent variable in multiple regression analyses predicting direct benefits and career 

outcomes. With all the control variables entered into the equation, total number of role 

models was significantly related to the career outcome of career self-efficacy (β = .09, p 

< .05), but not to direct role modeling benefits (See Table 20). This suggests that the total 

number of role models a professional reported having is positively and significantly 

related to career self-efficacy. 

In addition to exploring the total number of role models respondents reported 

relative to career success, I conducted further analysis on the relationship between having 

only one, possibly influential, role model and direct benefits and career outcomes. Of the 

301 respondents, 47 (18.5%) named only one role model. To explore this relationship I  
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Table 20 
Total Number of Role Models Predicting Career Outcomes 

  Promotions Compensation a 

Perceived 
Career 

Success 
Career 

Satisfaction 
Career                   

Self-Efficacy 
Control Variables           

Mentoring .15** .09 .16** .18** .02 

Core Self-Evaluation .07 .09 .47** .45** .66** 

Advanced Degree -.05 .12* .03 -.02 .00 

Work Experience .26** .15** -.09 -.12* .12** 

Continuous Work History .05 -.08 -.02 .04 .03 

Current Job Tenure .00 .06 .09 .05 -.02 

Hours worked per week -.09 .09 -.06 -.03 .14** 

Organizational level .28** .23** .17** .16** .01 

Organization Size .07 .21** .10 .05 .00 

Financial Services Industry .00 -.06 .00 -.02 -.02 

Technology Industry .16* -.03 .07 .06 .01 

Manufacturing Industry .19** .03 .10 .03 -.02 

Sales and Marketing Ind .03 -.07 .08 .01 .01 

Services Industry .10 -.04 .11 .03 -.03 

Gender .00 -.22** .02 .01 .04 

Minority .01 .15** -.01 -.07 -.09* 

SES .01 .11* .14** .06 -.08* 

Independent Variables       

Total Number of Role Models -.09 .08 -.05 -.08 .09* 

R2 .25 .40 .40 .32 .58* 

Adjusted R2 .20 .36 .36 .27 .55 
R2 Change .01 .01 .00 .01 .01* 
 a The natural log of total compensation was used in the analysis. 
N= 301, *= p < .05, **= p < .01, + = p < .10 

 

  



 

114 
 

created a variable called ‘only 1 role model’ to capture respondents that reported only one 

role model to control for one role model versus several role models (coded 1, 0). I then 

conducted t-tests on this variable with direct role modeling benefits and career outcomes. 

There were significant differences between the respondents who reported having only 

one role model and those who had more than one role model with direct role modeling 

benefits. Having only one role model was significantly but negatively related to work-

related learning (t = 4.51, p < .01), personal skill development (t = 2.83, p < .01), and 

clarity of professional identity (t = 2.50, p = .01). These results suggest that respondents 

who reported only one role model had significantly less work-related learning, personal 

skill development, and clarity of professional identity than those respondents who 

reported more role models (See Table 21).  Results indicated no significant differences 

between the two groups for career outcomes. 

 

Table 21 

Only One Role Model and Direct Role Modeling Benefits 

  
Only 1 

role model N Mean SD t df 
Sig.  

(2-tailed) 
Work-Related 
Learning 

0 254 4.13 .68 4.51 299 .00 
1 47 3.63 .79       

Personal Skill 
Development 

0 254 4.24 .58 2.83 299 .00 
1 47 3.99 .55       

Career Motivation 
0 254 3.83 .63 1.39 299 .17 
1 47 3.69 .65       

Clarity of Professional 
Identity 

0 254 3.77 .86 2.50 299 .01 
1 47 3.47 .73       

1 = Only 1 role model, 0 = more than 1 role model 
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Summary of Results: Use of Role Modeling by More versus Less Successful 

Professionals 

This dissertation attempted to explore how more successful professionals use role 

models as compared to less successful professionals.  In other words, do individuals with 

higher career outcomes make use of role models differently than those with lower career 

outcomes? The analysis revealed that measures of subjective success were more strongly 

related to the use of role models than objective measures of success. For example, the 

zero-order correlations indicated that perceived career success and career satisfaction 

were positively correlated with both motivational (r = .27 and r = .30, p < .01)  and 

imitative role modeling (r = .29 and r = .31, p < .01). Career self-efficacy was also 

positively correlated with motivational (r = .25, p < .01) and imitative (r = .14, p < .01) 

role modeling for the primary role models. As for objective career success, promotion 

rate (r = .17, p < .01) and total compensation (r = .13, p < .05) were significantly 

correlated with individual’s mean level of imitative role modeling. In addition to career 

outcomes, all four proximal outcomes, work-related learning, personal skill development, 

clarity of professional identity, and career motivation, were significantly correlated with 

both motivational and imitative role modeling (See Table 2). This suggests that in 

addition to subjective career outcomes, those who engage in role modeling also enjoy 

immediate career benefits such as increased learning, personal and professional identity 

development, and increased career motivation. 

Findings of the regression and mediation analyses provide further support for 

these conclusions.  For example, career satisfaction was positively related to motivational 

role modeling. In other words, professionals who were more satisfied in their careers 
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tended to engage in motivational role modeling more than those who were less satisfied. 

Figure 2 illustrates respondents’ level of career satisfaction and their tendency to engage 

in role modeling. Similarly, perceived career success and career satisfaction were both 

positively related to imitative role modeling. In other words, professionals who perceived 

their careers to be more successful and satisfying tended to engage in imitative role 

modeling more than those who had lower perceptions of career success and satisfaction 

(See Figures 3 and 4). 

Exploratory analyses revealed that successful professionals (versus less 

successful) in terms of career self-efficacy reported more total role models and engaged 

with professional and personal acquaintance type role models. In addition, the data 

revealed that those individuals with slightly higher compensation reported using 

professional acquaintance, family members, and historical figures as role models. In 

addition to career success outcomes, individuals who reported having professional role 

model also reported more proximal benefits, such as work-related learning and clarity of 

professional identity, than those who did not have professional role models. Taken in 

sum, exploratory results suggest that more successful professionals engage with 

professional and personal acquaintance role models and also tend to use more role 

models than less successful professionals. 

Overall, this study found that role modeling was more strongly related to the more 

subjective career outcomes than to objective career success, as well as proximal benefits 

such as work-related learning, personal skill development, and career motivation. These 

results suggest that when it comes to immediate benefits and subjective career outcomes 

role models do make a difference. 
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Figure 2: Career Satisfaction and Motivational Role Modeling 

 

Figure 3: Career Satisfaction and Imitative Role Modeling 
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Figure 4: Perceived Career Success and Imitative Role Modeling  

 

Qualitative Analyses and Results 

The qualitative data collected from open-ended questions provided a greater 

understanding of the benefits people receive from their career role models, as well as 

their cognitions about social interactions with, or observations of their role models. The 

qualitative data not only confirmed the results from the quantitative analysis but also 

provided insight into additional themes that were untapped by the quantitative tools 

utilized.  

Participants were given the opportunity to comment about their top three role 

models named but were instructed that it was optional. Of the 301 respondents, 291 

(97%) commented about their primary role model by responding to the first open-ended 

question and 84 responded to the second question about that same role model. 
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Respondents were first asked why they had named that particular person as their role 

model. Next, respondents were asked if there was anything else they would like to add 

about their role model and if there were any other benefits they receive from their role 

model. 

Role Model Attributes and Accomplishments. In response to why respondents 

had named their role models, many of them commented about their role model’s personal 

attributes or exceptional accomplishments as reasons for selecting them as a role model. 

For example, respondents described their role models in this way: 

“She is the pioneer of my profession, an amazing educator and a hard worker.” 
 
 “He is perhaps the clearest example of the most positive role model in his 
behavior and integrity.  And he became a friend of over 25 years.” 
 
“He's the most important researcher at my company. His professionalism and 
overall demeanor is what I most try to copy.” 
 
“She is a physician who has always helped those less fortunate than herself. She 
has volunteer (sic) unlimited hours to Doctors without Borders. She is a very 
affectionate person who is always thinking of others.” 

 
Respondents also provided more specific descriptions of their role model’s personal 

attributes. Two themes that emerged were work ethic and work life balance, as 

demonstrated in these comments:  

“Very dedicated to his work and very good at what he does.” 

“He worked hard his entire life and was able to instill that work ethic in me.” 
 
“She is successful in her career, always try (sic) to do a good job, she can keep 
good balance of her career and her family. She was a dedicated employee worked 
from the bottom to higher level; there is a lot to learn from her.” 
 
“One thing I have learned from Rosemary is the importance of both having high 
expectations for my own work, but also of having a good balance between work 
and life outside of work.” 
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Role Models Provided Inspiration and Encouragement. In response to how they 

benefited from their role models, many respondents explained how they were inspired by 

their role models and how it influenced their life choices. For example, respondents 

described their role models in this way: 

“He was a supervisor of mine who inspired me and showed me in tangible ways 
how a person could succeed in my field.” 
 
“Rebecca has not so much been a contributor to my career as she has been an 
inspiration for future endeavors. She is an already-accomplished PhD student with 
some interesting, refreshing peer-reviewed journal articles under her belt. She is 
focused, dedicated, and clearly has made a dent in her field just by focusing on an 
issue that others have been afraid or unwilling to review.” 
 
“Teacher, inspired me to better myself.” 
 
In addition to role models providing inspiration, respondents described how their 

role models encouraged them. Respondents were encouraged by their role models to try 

something new or to persevere. They described how their role models believed in them 

and gave them opportunities: 

“Encouraged and inspired me. Never gave up on me.” 
 
“She was my first boss- she took a chance on hiring me at a very young age which 
gave me a lot of confidence in myself.  She was very encouraging, always 
positive and taught me a lot about how to approach problems and manage stress.” 
 
“John is my manager. He took me under his wing when I started out, helping me 
to fully understand how to do my job efficiently. He is patient and knows how to 
motivate people. I don’t think I could have gotten where I am today in the 
company without him.” 
 
“Gary was a VP/Manager and in charge of many offices.  He took time and 
allowed me opportunities I may have never gotten.  He was my boss’s boss.” 
 
“Excellent educator and something I would love to do someday.  She took a 
chance on me 11 years ago and I still appreciate it today.” 
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“Bob taught me to never give up and to keep trying no matter what and he 
encouraged me to persevere.” 

 

The data suggest that the inspiration and encouragement of role models motivated 

respondents to persevere or excel in their career paths. These results are similar to those 

of Bosma and colleagues (2011) that found entrepreneurs learned from their role models 

in two forms: learning by example and learning by support. Although quantitative data 

may not fully capture the extent of influence role models had on these respondent’s 

careers, the qualitative data indicate that role models were instrumental in respondent’s 

career trajectories.   

Perceptions about Role Modeling. In addition to providing a richer understanding 

of what the quantitative data suggested, several new perspectives emerged from the 

qualitative data. More specifically, the data suggested new perspectives that help describe 

how role models are conceptualized by the respondents. These conceptualizations 

included descriptions about respondent’s cognitions and perceptions about their role 

models, how role models were used by the respondents, and the respondent’s perspective 

about the process of role modeling in general.   

As respondent’s described their role models, several of them referred to their role 

model or the role modeling process in the past-tense but referred to the benefits gained in 

the present tense. It was almost as if they were giving a retrospective account and by 

doing so, realized what the role model had provided to them. For example, one 

respondent noted: 
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“Steve was an inspirational teacher from my years in high school.  He had an 
excellent teaching style and made me very interested in mechanical drawing and 
architecture.  Looking back he went above and beyond the call to help me and two 
other students who wanted to take a specific class, but was not able to schedule 
the class due to conflicts with other classes.  He allowed the three of us to take the 
class during his planning period since we were all free at that time.  He was a very 
nice man and I wish I had kept in contact with him over the years.” 

 
Another respondent described a similar experience with this: 
  

“Joe supervised me for 4 1/2 years.  While we clashed in some areas, he did a lot 
of things really well.  Now that I am in a similar position as him at another 
institution, I am doing a lot of things he did.”   

 
Not all retrospective accounts were positive, as noted by this respondent: 

“Unfortunately, I tend to remember the worst qualities about this person and her 
lack of ethics in several situations.  So the things I remember most about her are 
the things I would NOT like to duplicate in myself.” 

 
 The qualitative data provided a more detailed description of how a role model can 

be considered positive or negative, or both. For example, these two respondents described 

negative role models in this way:  

“She was the first director I reported to and was universally disliked. She is 
actually a role model of what not to do.”   

“She is my boss. She is a role model of what not to do in several different ways. 
She has little patience with certain people and the determining factor is money 
and their willingness to contribute money to the workplace which is a private 
parochial school. She then tells employees that money should not be an important 
factor when dealing with the education of children. She teaches me that the love 
of money sometimes overrules good judgment and that we will sacrifice integrity 
for money.” 

 
These next statements helped flesh out the positive versus negative attributes of a role 

model. As these comments demonstrate, sometimes role models are both (positive and 

negative): 
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“One of my former bosses - she had a mix of good and bad qualities.” 

“Ned was a nervous type person, not always self-confident in some things and 
those qualities I do not emulate, however, for the business man that Ned was, I 
would emulate his work ethics and what he has taught us.” 
 
“Scientific role model - only a professional role model in a positive sense but a 
negative personal role model.” 

“She was extremely well educated but had no people skills.” 

“This person is not my favorite person because she is extremely arrogant.  I both 
admire and dislike this person but I am also envious of her determination to 
succeed and where she is in life.” 
 

These comments captured the complexity of the cognitive nature of role modeling which 

involves the process of adopting certain behaviors or attributes while consciously 

choosing to discard others. These data support previous qualitative research which 

described role modeling as a cognitive process in which individuals adapt and reject 

attributes of multiple role models (Gibson, 2004; Ibarra, 1999).   

The qualitative data also provided some insight into what types of role models 

were categorized as “other.” As respondents described their role models labeled “other,” 

it became clear that they were referring to individuals who were considered an advisor, 

teacher, or coach. Obviously respondents felt as if the other categories from which to 

choose did not adequately capture their relationship with them, meaning they didn’t 

consider them a personal acquaintance, but they also did not consider them a professional 

acquaintance either. It appeared that not all respondents felt the same. Some respondents 

referred to their role model as an advisor, teacher, or coach, but categorized them as a 

personal or professional acquaintance. This difference may be explained by the extent of 

relational closeness that existed between the two parties, and/or if the observation or 

interaction with the role model was recent or in the past. This example suggests that 
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organizing role models into certain categories proved to be more challenging than 

initially expected due to the differences in individual’s cognitions about their role 

models. 

The qualitative data, in combination with quantitative results, provided a more 

thorough understanding of the role modeling phenomena. For example, the qualitative 

data provided support for the quantitative results but also shed light on potential direct 

benefits that were untapped with the quantitative instrument.  Overall it appeared that role 

models were selected because of their exceptional personal attributes or because of their 

outstanding accomplishments. From this, respondents’ comments confirmed the 

motivational and inspirational element of role modeling while also providing new insight 

into how role models provide encouragement. The data also suggested that role models 

either influence or were selected for their values. More specifically, work ethic and work 

and family life balance emerged as two important themes.  The data also revealed the 

retrospective manner in which respondents considered their role models and the benefits 

received from them, while also parsing out the positive and negative attributes from their 

role models. These comments provided insight into the cognitive and multifaceted nature 

of role modeling.  
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CHAPTER 6: DISCUSSION 

 

This dissertation provides support for the need to study role modeling as an 

important developmental relationship. This study was an initial attempt at precisely 

conceptualizing and measuring role modeling, and exploring the correlates, direct 

benefits, and career outcomes of role modeling by professionals. As such these results 

begin to address the question of whether more successful people engage in role modeling 

differently than less successful people.  

 

Summary of Results and Contribution 

First of all, this dissertation answered the call in the literature to examine the 

impact of role models on professional development and career outcomes (Douvan, 1976; 

Gibson, 2004; Javidan, et al., 1995; Murphy & Kram, 2010). In addition, this dissertation 

made four main contributions to the role modeling literature. First, the conceptualization 

of role modeling in two dimensions, motivational and imitative, captured the key 

components of the construct. Although other categorizations of role models have been 

studied, these two dimensions capture the essential processes involved in one’s 

cognitions about social interactions with, or observations of, role models. Second, this 

dissertation clearly defined and operationalized ‘role model’ for quantitative research. 

Third, this study was the initial exploration of whether the use of role modeling differs 

for more or less successful people. Fourth, the study was also the first attempt at 

exploring the benefits of different types of role models (e.g., professional, personal, 

celebrity).  In addition, there are many important findings regarding the relationship 
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between role modeling and both proximal and distal outcomes, demographics, and 

number and types of role models. 

As to answering the question of “Do role models matter?” this study found 

support for a number of hypotheses predicting the direct benefits and career outcomes of 

role modeling. For example, motivational role modeling was related to work-related 

learning, personal skill development, and career motivation, and imitative role modeling 

was related to personal skill development and career motivation. Results also indicate 

that having role models was related to higher career self-efficacy. These results suggest 

that individuals do receive positive benefits and increased subjective career success from 

engaging in role modeling. The discussion that follows provides a more detailed review 

of these results.  

The participants in this study named on average 3.57 role models each. Of the role 

models named, 50.5% were professional acquaintances, 22% were family/relatives, 13% 

were personal acquaintances, 6% were historical figures, 6% were a celebrity or famous 

person, and less than 3% were fictional characters or categorized as “other”. Most role 

models were described as positive role models (95%), but some negative models were 

identified. Of the primary role models, 65% were considered to be global role models 

(versus partial) indicating a desire to emulate the entire model or copy them wholesale. In 

other words, the participant desires to be “just like” the model, as opposed to selecting 

specific attributes to emulate or partially modeling them. However, 50% of the second 

and third role models named were considered global (versus partial). These results 

indicated that individuals might be more selective about their role modeling choices, only 

modeling certain aspects, as the number of role models increases. These results support 
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previous role model work that identified role models as both positive versus negative and 

global versus partial (Bucher & Stelling, 1977; Gibson, 2003; Ibarra, 1999).  

As for interaction with role models, only 40% of primary role models were 

reported as being a current interaction, indicating that most role modeling occurs from 

previous interactions or observations. Moreover, 9% of primary role models were role 

models in which the participant never had any interaction, which includes historical, 

celebrity, or fictional characters. This result provides support for Cotton and colleagues 

(2011) work on developmental networks and the inclusion of virtual role models. See 

Appendix F for more detailed information of role model descriptions. Overall, the 

number and types of role models named clearly indicated that professionals do use role 

models.  

Direct Benefits of Role Modeling. Motivational role modeling was found to be 

positively related to work-related learning. This confirms previous research that indicates 

that individuals often learn their job roles and organizational expectations through the use 

of role modeling (Filstad, 2004; Gibson, 2004, Ibarra, 1999). Surprisingly, however, 

imitative role modeling was not found to be related to work-related learning. This result 

is surprising because it has been assumed that individuals learn job tasks and skills by 

directly modeling others’ behavior. These results suggest that individuals who engage in 

role modeling that inspires them (rather than imitative modeling) also enjoy a higher 

level of work-related learning. Perhaps the decision to engage in role modeling in the 

work context is influenced more by a motivational figure rather than by choosing to 

directly model someone with job skill proficiency. 
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As expected, both motivational and imitative role modeling were found to be 

positively related to personal skill development, which supports the work of Lankau and 

Scandura (2002) that found role modeling to be related to personal skill development. 

This suggests that individuals use role models that inspire and motivate them, while also 

directly emulating specific skills, in order to enhance their personal learning in the 

professional environment. However, contrary to expectations, engaging in motivational 

role modeling was found to be more strongly related to personal skill development than 

imitative role modeling. This suggests that the motivational component of role modeling 

might have a greater influence on an individual’s development of personal skills, than 

modeling specific behaviors. As the qualitative data indicated, perhaps individuals model 

general principles (e.g. ethics or values) more than specific behaviors, and these types of 

principles may be more inspirational or motivational than imitative. Or perhaps the two 

components of role modeling work in tandem when it comes to developing personal 

skills, where individuals must first be inspired and motivated by a role model in order to 

select specific skills for emulation.  

While it was not expected that motivational role modeling would be more 

strongly related to work-related learning and personal skill development than imitative 

role modeling, social learning theory might provide an explanation. Social learning 

theory asserts that people learn by observing others’ behaviors, attitudes, and outcomes of 

those behaviors and then decide which part of those behaviors, if any, to reproduce from 

that learning. For example, Bandura stated that, “people do not enact everything they 

learn. They are more likely to adopt modeled behavior if it results in outcomes they 

value” (1977, p. 28). Motivational processes determine what is acquired and performed 
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from observing behavior. In this study, individuals might have engaged in motivational 

role modeling first and then only engaged in imitative role modeling of those behaviors 

that appeared to end in outcomes they valued.  

Both motivational and imitative role modeling were also found to be positively 

related to career motivation. This finding is expected and supports similar previous 

research, which found that overall, individuals were inspired by outstanding role models 

(Lockwood and Kunda, 1999). Interestingly though, exploratory analyses revealed that 

imitative role modeling was more strongly related to an individual’s level of career 

motivation than motivational role modeling. This unexpected finding suggests that 

individuals that emulate specific skills and behaviors from their role models also report 

higher levels of career motivation than when engaging in motivational role modeling.  

There may be two explanations for this finding.  First, previous research 

examined the effect that “superstar” role models had on individuals and found that a role 

model must be considered relevant to have an effect (Lockwood & Kunda, 1997). For 

example, an individual may engage in imitative role modeling based on perceptions of 

the role model’s competence at some relevant skill (Fisher, 1988), or the demonstration 

that obtaining similar relevant achievements are possible (Erkut & Mokros, 1984), which 

may result in higher career motivation. Second, and perhaps more plausible, is the 

likelihood of reverse causality. Due to the correlational nature of this study, the direction 

of causality cannot be determined with certainty. Therefore, it could be that individuals 

with more career motivation are more likely to engage in imitative role modeling for the 

purpose of emulating specific behaviors that could enhance their career than individuals 

with less career motivation. 
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Surprisingly, neither motivational nor imitative role modeling were found to be 

related to clarity of professional identity. These results are unexpected and contradict 

previous qualitative research specifically aimed at understanding the relationship between 

role modeling and professional identity development (Ibarra, 1999, Pratt, et al., 2006).  

Perhaps the complex nature of professional identity development makes it a challenging 

construct to capture utilizing quantitative techniques.  

Career Outcomes of Role Modeling. Most importantly the direct relationships 

between motivational and imitative role modeling and career outcomes, addressed the 

question of, “Do role models really matter?” The results indicated that both motivational 

and imitative role modeling were positively related to career satisfaction.  In other words, 

professionals who were more satisfied in their careers tended to engage in motivational 

and imitative role modeling more than those who were less satisfied. In addition, 

imitative role modeling was positively related to perceived career success. In other 

words, professionals who perceived their careers to be more successful tended to engage 

in imitative role modeling more than those who had lower perceptions of career success. 

Overall, this study that found role modeling was more strongly related to subjective 

measures of career outcomes. 

Another surprising result was that imitative role modeling was found to be a 

significant but negative predictor of career self-efficacy. This finding could suggest that 

individuals who engage in imitative role modeling are selecting poor role models to 

emulate resulting in feelings of doubts about ability to manage their career. Or perhaps 

the reverse could be true. For example, individuals with lower career self-efficacy may 

tend to engage in imitative role modeling more than those with higher career self-
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efficacy. This suggests that because individuals feel less than certain about their ability to 

manage and perform in their careers they intentionally seek out role models to emulate in 

their career. 

Direct Role Modeling Benefits as Mediators. It is acknowledged that the 

proximal outcomes (direct role modeling benefits) examined here are most likely 

influenced by causal influences other than role modeling. However, the proximal 

outcomes were included in the study because it was assumed that the relationship 

between role modeling and career outcomes is mediated by factors such as direct role 

modeling benefits. Therefore, to test for mediation it was necessary to establish a 

relationship between role modeling benefits and career outcomes.  Taken in sum, direct 

role modeling benefits were related to the career outcomes of compensation, perceived 

career success, career satisfaction, and career self-efficacy. For example, personal skill 

development was found to be a significant predictor of perceived career success, career 

satisfaction, and career self-efficacy. Career motivation was a significant predictor of 

objective career success, perceived career success, and career satisfaction. 

However, there were some interesting and unexpected results for work-related 

learning and career outcomes. Work-related learning was found to be a significant but 

negative predictor of career satisfaction. In other words, those who reported more work-

related learning were not as satisfied with their careers as those who reported less work-

related learning. Although these results were surprising, equity theory may provide an 

explanation for these results. Equity theory maintains that motivation is a function of 

fairness in social exchanges (Adams, 1963). It could be that professionals who feel they 

have learned the ropes of their current job and have fully mastered their work roles are 
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ready for more responsibility. Perhaps their performance has gone unrecognized or they 

have become bored with their current job and do not find the work challenging enough to 

deem their careers satisfying. It might be possible that people see work-related learning 

as an “input” they provide to the organization in the exchange relationship for which they 

deserve “outcomes”. These higher expectations for outcomes could be a source of 

dissatisfaction, or inequity, when the expected career rewards are not received.   

Contrary to expectations, results did not fully support direct role modeling 

benefits as a complete mediator between role modeling and career outcomes. For 

motivational role modeling and career outcomes, results from the mediation analysis did 

suggest that personal skill development partially mediated the relationship between 

motivational role modeling and career satisfaction, and career motivation completely 

mediated the relationship. As for imitative role modeling and career outcomes, results 

suggested that personal skill development partially mediated the relationship between 

imitative role modeling and perceived career success, and career motivation completely 

mediated the relationship. Personal skill development and career motivation were also 

found to partially mediate the relationship between imitative role modeling and career 

satisfaction.  

As for the other direct role modeling benefits as mediators it might be that either 

the relationship between role modeling and career outcomes is a direct one, or that other 

direct benefits or undiscovered processes influence the path between role modeling and 

career outcomes. Perhaps additional direct benefits of role modeling should be explored. 

For example, the qualitative data revealed that respondents received additional benefits 
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from their role models such as encouragement and support, work-ethic, work-life 

balance, and family values.  Future studies should consider including these benefits. 

Correlates of Role Modeling. While it is a commonly held belief that there is a 

lack of  role models for females in the workplace (Cole & Barber, 2003), this study found 

no significant differences between males or females with regard to engaging in role 

modeling, or the types and number of role models reported. One important issue to note 

relevant to this finding is the methodology used to collect role model information as 

compared to previous studies. The study design extended beyond organizational 

boundaries and thus did not limit respondents to report role models only from within their 

organization or a predefined environment. Instead respondents could name any role 

model from their career. Results indicated that when there was no limited number of role 

models from which to choose, gender was not an influential variable. Therefore, the study 

design may have diminished any differences that might have existed between males and 

females with regard to role modeling.   

The analyses also revealed that minority respondents named significantly fewer 

professional acquaintance role models than non-minority respondents. However, minority 

respondents did not name fewer total role models, regardless of type, than non-minority 

respondents overall. So, while minority respondents have the same number of total role 

models as non-minority respondents, fewer of those role models are considered to be 

professional role models.  These results seem to affirm the belief that there is a lack of 

role models for minorities in the professional workplace (Cole & Barber, 2003; 

Karunanayake & Nauta, 2004).  
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Similar to gender, there were no significant differences found between groups of 

different socio-economic origins. It was assumed that SES might be an important 

correlate to examine in this study because it has been shown to be an influential variable 

in other developmental relationships (Whitely, et al., 1991). However, the fact that no 

differences were found may be partially attributed to the nature of role modeling 

relationships. Often times, role modeling is a one-way relationship on the part of the 

observer and does not require any effort from the model.  If so, an observer might not be 

inhibited from selecting a role model with a different socio-economic background, nor 

would role models select observers to be their protégé based on SES.  

There were also some interesting and somewhat surprising results for later career 

stage individuals and role modeling. The results suggest that later career stage individuals 

reported more motivational and imitative role modeling overall than early or middle 

career stage respondents.  This was somewhat surprising because role modeling has 

typically been assumed to be an early career stage phenomenon. Additional analysis 

revealed that later career stage individuals did not name more total role models than other 

career stage individuals but they were more likely to report role models from the distant 

past. This suggests that later career stage professionals rely on role models that were 

selected earlier in their career, which confirms that the importance of role models early in 

one’s career (Hall, 1986; Ibarra, 1999; Kram, 1985; Super 1980). Results from the 

qualitative data also indicated that a person’s ability to perceive or realize the benefits 

gained from role models may be a retrospective process. This may help explain why later 

career stage individuals reported more motivational and imitative role modeling than 

early career stage individuals.  
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Different Types of Role Models and Outcomes. This study attempted to explore 

the benefits and career outcomes of engaging with different types of role models. Overall, 

having a professional acquaintance or professional type of role model was related to more 

direct benefits and career outcomes than other types of role models. For example, the data 

suggests that individuals that have a professional acquaintance as a role model might 

receive the benefits of more work-related learning, increased clarity of their professional 

identity, higher career self-efficacy, and perhaps increased compensation. Second to the 

professional type role model was the personal acquaintance type role model. Having a 

personal acquaintance (other than family) as a role model was related to increased career 

self-efficacy and perhaps compensation. Further analysis revealed that the number of 

personal acquaintance role models a professional reported having was positively and 

significantly related to career self-efficacy over and above all other types of role models. 

In addition, the analyses suggested some support, although not as strong, for increased 

compensation with individuals that reported having family members or relatives as role 

models. 

The study also attempted to explore the various outcomes related to virtual or 

distant role models such as historical figures (n=63), celebrities (n=63), and fictional 

(n=7) role models. However, respondents did not name as many role models in these 

categories as they did professional, family, or personal acquaintance role models, which 

limited the analysis. There were not any significant results for celebrity or fictional role 

models but there were interesting results for historical role models. Respondents who 

named historical role models tended to report higher compensation and higher career 

satisfaction than respondents with other types of role models. Qualitative analysis 
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revealed that respondents observed their role models through reading and studying about 

them. It may be that individuals who enjoy reading and studying might also have an 

above average cognitive ability which may also influence compensation. Or it could be 

that successful people are more grandiose and are more likely to compare themselves to 

historical figures such as Martin Luther King, Jr., or Margaret Thatcher, than less 

successful people. 

Number of Role Models and Outcomes. Exploratory analyses revealed that the 

total number of role models (regardless of type of role model) that a professional reported 

having was significantly and positively related to career self-efficacy. The analysis 

controlled for demographic, organizational, job and human capital variables, as well as 

mentoring and core self-evaluation, and still found the total number of role models to be 

significantly related to career self-efficacy. In other words, professionals with more role 

models enjoy higher career self-efficacy than those with fewer role models. When it 

comes to individual’s level of career self-efficacy, having more role models matters. 

And finally, supplemental analysis revealed that having only one role model 

matters as well, although not beneficially. Having only one role model was negatively 

related to direct role modeling benefits. More specifically respondents who reported only 

one role model had significantly less work-related learning, personal skill development, 

and clarity of professional identity than those respondents who reported more role 

models. With regard to clarity of professional identity, these results echo those of Ibarra 

(1999) that suggested that individuals who have a greater variety and number of role 

models gain a broader repertoire of possible selves from which to choose for developing 

their professional identities.  
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Limitations and Future Research 

A number of limitations to this study must be acknowledged. The data were 

collected using a self-report method in the form of online surveys. To help reduce the 

possibility of common response bias, the independent and dependent variables were 

collected at separate points in time. Additionally, self-reported data can make results 

harder to find due to random responses or social desirability bias (Osborne & Blanchard, 

2010). In an effort to reduce the threats caused by self-reported data, random responding 

scales were used within the online surveys. These are questions which everyone should 

answer the same if they are actually reading the questions, and those individuals who do 

not answer correctly were considered suspect and not included in the final sample.  

The self-report method utilized in this study deserves further discussion. When 

people are asked to generate role models, the process of asking them itself might impact 

the types of results that were reported.  In the spirit of Nisbett and Wilson (1977), it must 

be acknowledged that people may have little ability to accurately report on their cognitive 

processes. When people are asked to report on their introspective process it may not be 

based on true introspection but rather “on a priori, casual theories, or judgments about the 

extent to which a particular stimulus is a plausible cause of a given response” (p. 231). In 

other words, when asked to report role models an individual may come up with plausible 

role models based what they think good role models should be, or role models that could 

be responsible for the outcomes being examined. Although this limitation is 

acknowledged, due to the cognitive nature of role modeling and the research questions 

examined in this study, self-report methods were the most accurate way to collect this 

information. As Nisbett and Wilson explained, people do have “direct access to a great 
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storehouse of private knowledge,” (1977, p. 255) concerning their emotions, evaluations, 

and plans. And that a great deal of this knowledge is accurate and superior to that of any 

observer. 

This was a sample of full-time managerial and professional employees; whether 

the results would generalize to individuals working in a non-professional capacity is 

unknown. However, collecting data through Qualtrics’ panel services, which surveyed 

across a wide variety of organizations and industries, helped to improve generalizability. 

Also, because this was a correlational study definitive statements cannot be made 

about the direction of causality. For example, does engaging in motivational or imitative 

role modeling lead to increased career motivation? Or, are individuals with higher career 

motivation more likely to engage in motivational or imitative role modeling than those 

with less career motivation? Similarly, does role modeling influence career self-efficacy, 

or is the reverse true? Previous theoretical work on developmental relationships provided 

support for the proposed directions of relationships; however, it remains a challenge for 

role modeling research to determine causality.  

As mentioned earlier it was surprising that motivational role modeling was more 

strongly related to proximal outcomes such as work-related learning and personal skill 

development, than imitative role modeling. This finding deserves more discussion and 

exploration in future research. It may be harder for people to become accurately self-

aware of, or to conceive of, their imitative behavior of others.  For example, people learn 

or imitate mannerisms or sayings from close family or friends without knowing it. 

Someone might hear, “Your mannerisms are just like your mother’s,” but they are 

unaware of the similarities. In these situations, it may be easier for people to accurately 
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perceive and report their feelings of inspiration and motivation, which could have 

possibly influenced the results. This might have implications for future research. Perhaps 

future studies should consider adding an additional measure of imitative role modeling or 

a second data source such as friend, colleague, or employer that could potentially capture 

imitative modeling more accurately.  

Because relatively few quantitative studies examining role modeling for 

professionals have been conducted, many interesting avenues for future research exist. It 

would be interesting to know how personality and individual differences are related to the 

use of role modeling. For example, do extroverted individuals engage in role modeling 

more or less than introverted individuals? Or, do individuals high on self-monitoring 

make better use of role modeling than lower self-monitors? Similarly, it would be 

interesting to explore how learning preferences influence individuals’ use of role 

modeling. For example, does goal orientation influence the type of role models selected 

or the level of interaction between the observer and the model? And, how does the 

interaction with the model influence career outcomes? Future research about role 

modeling will extend the careers literature by providing a better understanding of the role 

modeling process and those who engage in it. 

 

Practical Implications 

In terms of career development, these results provide insight into how people can 

use role models to enhance their careers. This is important because as individuals move 

toward protean careers (Hall, 1996), where careers are driven more by the individual and 

not by the organization, individuals must become more personally responsible for their 



 

140 
 

own career development. In the absence of traditional career support, finding new ways 

of enhancing one’s own career is critical.  

Given the current landscape of today’s work environment, role modeling could be 

a potential way to help individuals take responsibility of their own career development by 

facilitating their own growth and career development. For example, these data suggest 

that role models matter in terms of learning work-related skills and personal 

development, while also helping to increase career motivation and career-self efficacy. 

Moreover, by engaging or observing professional and personal acquaintance role models, 

professionals could potentially increase their career satisfaction and career self-efficacy. 

Educating professionals about this potential benefit might heighten awareness about 

potential role models they might observe in their organization or community. 

Traditional developmental relationships and training require some type of cost or 

investment from both parties, whereas the role model-observer relationship likely 

requires less investment and is controlled by the observer only. Because of this low cost 

investment, educating professionals about the potential benefits of role modeling might 

also be an attractive option for organizations that might have limited funding for 

professional development.  

 

Conclusion 

In conclusion, the purpose of this dissertation was to explore the correlates and 

benefits of career-oriented role modeling for professionals. Role modeling was 

conceptualized by two key dimensions, motivational and imitative, which captured the 

key components of the construct. The term ‘role model’ was clearly defined and 
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operationalized in this quantitative study. The relationships between role modeling and 

the direct benefits and career outcomes were examined. The benefits of different types of 

role models were explored. Qualitative data were collected and analyzed to gain a better 

understanding of how successful people use role models and the benefits they report 

receiving from them. And last, the relationship between professionals’ use of role 

modeling and the proximal and distal career outcomes has been established. 

As to addressing the question of whether more successful people engage in role 

modeling differently than less successful people, the data suggests that they do when it 

comes to immediate benefits and subjective career outcomes. This study found that role 

modeling was more strongly related to the more subjective career outcomes such as 

perceived career success and career satisfaction, than to objective career success, as well 

as the proximal benefits of role modeling such as work-related learning, personal skill 

development, and career motivation. This suggests that successful individuals, in terms of 

subjective measures, tend to engage in role modeling more than less successful 

individuals. These results indicate that role models really do matter. 
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APPENDIX A: Role Modeling Research 
 
Empirical Studies Examining Role Modeling* 

Author(s)/ 
Journal/ 

Year 
 
 

Summary Methodology Sample Data source Defined 
role 

model?  

Key Variables & 
Constructs 

Key Findings 

BarNir, 
Watson, & 
Hutchins, 
Journal of 
Applied Social 
Psychology, 
2011 

Examined the 
effects of role 
models and 
self-efficacy 
on forming 
entrepreneurial 
career 
intentions. 

Cross-
sectional 
survey 

393 
undergraduate 
college 
students 

Self-report Yes Entrepreneurial 
career intention, 
gender, and self –
efficacy as a 
mediator, gender as 
a moderator. 

Role models had a significant and 
positive impact on intention, gender 
moderated the effects, and self-
efficacy mediated it. For women, 
role models had stronger influence 
on self-efficacy which influenced 
entrepreneurial career intention. 
 

Bosma, 
Hessels, 
Schutjens, Van 
Praag, & 
Verheul,  
Journal of 
Economic 
Psychology,  
2011 

Explored the 
presence of 
role models for 
entrepreneur, 
their specific 
functions, and 
characteristics. 

Cross-
sectional 
survey & 
exploratory 
interviews 

292 Dutch 
nascent 
entrepreneurs 

Self-report Yes Role model 
selection and 
functions. 

Entrepreneurs considered role 
models to be an influential person in 
their career choice and in the start-up 
phase. Role modeling functions that 
emerged were learning by example, 
learning by support, increasing 
entrepreneurial self-efficacy, and 
inspiration/motivation. 
Entrepreneurs overwhelming chose 
role models that were close personal 
role models as opposed to remote 
‘icons.’  
 
 

Bucher & 
Stelling, 
Becoming 
Professional, 
1977 

Built theory on 
professional 
socialization 
which 
assumed that 
role models 
were an 
important part 
of that process. 

Longitudinal 
study with in-
depth 
interviews 
and 
observation. 

Medical 
residents in 
psychiatry, 
biochemistry, 
and internal 
medicine. 

Residents No/No Professional 
socialization and 
types of role 
models. 

Role modeling was described as a 
cognitive process in which 
individuals actively observe, adapt, 
and reject attributes of multiple role 
models. Results indicated that 
medical residents tend to use a 
variety of role models to form a 
composite role model instead of 
modeling one individual completely. 
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Buunk, Peiro, 
& Griffeo, 
Journal of 
Applied Social 
Psychology, 
2007 

Examined the 
effects of 
social 
comparison 
among 
students using 
fictitious 
interviews 
with a recent 
graduate. 

Experimental 
design 

173 college 
students. 

Self-report No/No Social comparison, 
proactive career 
behavior, 
identification, and 
inspiration. 

Exposure to successful graduates led 
to a higher degree of inspiration, 
identification, and proactive career 
behavior than did exposure to 
unsuccessful graduates. Participants 
that had a dispositional tendency to 
compare themselves with others 
identified with the successful targets 
and showed more proactive career 
behavior. 
 

Cotton, Shen, 
& Livne-
Tarandach, 
Academy of 
Management 
Journal, 2011 

Explored the 
structure and 
content of 
developmental 
networks to 
determine 
which 
developers 
mattered most 
to career 
achievement. 

Archival, 
cross-
sectional 
study using 
qualitative 
methods 

62 National 
Baseball Hall 
of Fame 
inductees from 
1956-2005 

Archived 
speeches 

Yes Content and 
structure of 
developmental 
networks 

Recognized the importance of hybrid 
multiplexity (relationships that 
provide both career and psychosocial 
support from a single developer). 
Findings also suggest that virtual 
developers (role models) contributed 
to the protégés career success. 
Different developmental networks 
were used at different career stages. 
 
 
 

Filstad, 
Journal of 
Workplace 
Learning, 2004 

Examines how 
newcomers 
use colleagues 
as role models 
in 
organizational 
socialization. 

Case study 
method 
(interviews & 
observations) 

Real estate 
agency with 
new 
employees. 

Supervisors 
& 
newcomers 

No/No Types of role 
models and 
attributes sought by 
newcomers during 
socialization. 

Newcomers relied on role models 
through interaction and observation 
to acquire different qualifications 
from several different role models 
depending upon the situation. The 
term “multiple contingent role 
models” was introduced to explain 
how newcomers use role models 
differently. A newcomer’s most 
important personal characteristics 
were expectations, experience, self-
confidence, and competitive instinct, 
which they identified through role 
models during the first 6 weeks on 
the job. 
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Gibson, 
Organization 
Science, 2003 

Individuals 
tend to 
construe their 
role models as 
a selection 
process of 
attributes from 
others 
throughout 
their career. 

Interviews 43 employees 
in 2 
professional 
service 
organizations. 

Modeler 
self-report 

Yes Role model 
construal. 

The tendency to observe role models 
did not change across the career 
span, however, the emphasis placed 
on different dimensions of role 
models did. In early career stages, 
individuals construed their role 
models as positive, close, and with a 
range of attributes, middle and late 
stage individuals saw their role 
models as sources of specific, and 
often negative attributes which 
aligned with the individuals 
increasing confidence of their self-
concept. 
 

Gibson & 
Barron, Career 
Development 
International,  
2003 

Older 
employees’ 
commitment to 
and 
satisfaction in 
their 
organization 
will be 
associated 
with their 
perception of 
available role 
models. 
 

Cross 
sectional 
survey 

204 mangers 
(over 40 yrs. 
old) from a 
large 
engineering 
and 
manufacturing 
firm.  

Modeler 
self-report 

Yes Organizational 
commitment, job 
and career 
satisfaction. 

Older employees who perceived that 
they had organizational role models 
available and identified with them 
(similar attitudes, values, & goals) 
had increased organizational 
commitment and job and career 
satisfaction. 
 
 
 
 

Gibson & 
Cordova, 
Mentoring 
dilemmas:  
Developmental 
relationships 
within 
multicultural 
organizations, 
1999 

Explores 
gender and 
role modeling 
by examining 
men and 
women’s 
choices in role 
models 

Study 1- In 
depth 
interviews 
Study 2- 
Cross 
sectional 
survey 

Professional 
employees 
from 2 firms: 
financial 
services and 
management 
consulting. 
Study 1- 43 
Study 2- 132 

Modeler 
Self- report 

Yes Factors of role 
model selection 
(number, gender, 
role model 
attributes, 
availability) 

Men chose more male role models; 
however, they were more likely to 
shift role models due to changes in 
social power. The findings did not 
indicate that increasing the number 
of women in positions of power 
would increase the number of role 
models for women. Distinctions 
were made as to the attributes 
ascribed to male versus female role 
models (professional vs. personal). 
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Ibarra, 
Administrative 
Science 
Quarterly, 
1999 

Ibarra posited 
that people 
tend to 
experiment 
with 
provisional 
selves until 
them find their 
fully 
elaborated 
professional 
self. 

Semi-
structured 
interviews  

32 employees 
that are in 
transition 
working in two 
professional 
services firms. 

Employees No Professional identity Adaptation involved three basic 
tasks: 1) Observing role models to 
identify potential identities, 2) 
Experimenting with provisional 
selves, and 3) Evaluating 
experiments against internal 
standards and external feedback.  
Individuals who had a greater variety 
of role models gained a broader 
repertoire of possible selves which 
helped them develop their 
professional identity 
 
 
 

Javidan, 
Bemmels, 
Devine, & 
Dastmalchian, 
Human 
Relations, 
1995 
 
 
 
 

Investigates 
the criteria for 
acceptance of 
an employee’s 
superior as a 
role model. 

Cross-
sectional 
survey 

1579 middle 
and senior 
managers from 
3 Canadian 
government 
organizations. 

Modeler 
self-report 

Yes Subordinate’s 
acceptance of their 
immediate 
supervisor as their 
role model. 

Subordinate’s perception of the 
superior’s performance was the 
largest determinant of subordinate 
acceptance of superior as a role 
model. 

Karunanayake 
& Nauta, 
Career 
Development 
Quarterly, 
2004 

Examined 
whether 
college 
students’ race 
was related to 
the race of 
their career 
role models, 
the number of 
models, and 
their perceived 
influence. 
 
 

Cross-
sectional 
survey 

220 college 
students. 

Self-report Yes/Yes Number and race of 
role models. 
Identification and 
role model 
influence. 

Students tended to identity role 
models whose race was the same as 
their own. Caucasian and race 
minority students did not differ with 
respect to the overall number of role 
models and perceived influence from 
career role models. 
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Kwan, Mao, & 
Zhang, 
Journal of 
Vocational 
Behavior, 2010 

Examined the 
impact of role 
modeling/ment
oring on 
protégés’ 
personal 
learning and 
work-to-family 
enrichment 
(WFE). 

Longitudinal 
study – two 
phase survey 

173 technical 
works from a 
manufacturing 
firm in China. 

Protégé self-
report 

Defined 
mentor and 
measured 
three 
mentoring 
functions 
(vocational, 
psychosocia
l, & role 
modeling.) 
 

Personal learning 
(relational job 
learning & personal 
skill development) 
and WFE. 
 

Role modeling positively affected 
relational job learning and personal 
skill development. Personal skill 
development was related to WFE, 
and mediated the relationship 
between role modeling and WFE. 

Lankau & 
Scandura, 
Academy of 
Management 
Journal, 2002 

Examined 
learning within 
the mentoring 
relationship. 

Cross-
sectional 
survey 

232 hospital 
employees 

Protégé self 
–report 

Defined 
mentor and 
measured 
three 
mentoring 
functions 
(vocational, 
psychosocia
l, & role 
modeling.) 
 

Relational learning 
and personal skill 
development 
Job satisfaction, role 
ambiguity, turnover 
intentions, and 
turnover. 

Role modeling in a mentoring 
relationship was positively 
associated with protégé’s personal 
skill development. 

Lockwood, 
Psychology of 
Women 
Quarterly, 
2006 

Examined the 
extent to 
which 
matching on 
gender 
determines the 
impact of 
career role 
models on the 
self. 

Experimental 
design 

Undergraduate 
students in an 
Intro Psych 
class 
Study 1: 82  
Study 2: 148 

Participants No Self-perceptions Results indicated that female 
participants were more inspired by 
outstanding female than male role 
models. Gender did not determine 
the impact of role models on male 
participants. 

Lockwood, 
Jordan, & 
Kunda, 
Journal of 
Personality and 
Social 
Psychology, 
2002  

Individuals are 
motivated by 
role models 
who encourage 
strategies that 
fit their current 
goals. 

Lab 
Experiment 
for studies 1 
& 2. Cross-
sectional 
survey for 
study 3. 

Undergraduate 
students 
Study 1-94  
Study 2-85 
Study 3- 704 

Participants 
& Self-
report 

No Motivation & role 
model selection 
(positive or 
negative) 

Overall, promotion focused 
individuals (with goals for achieving 
desired outcomes) were most 
inspired by positive role models. 
Prevention focused individuals (with 
goals of avoiding undesirable 
outcomes) were motivated by 
negative role models. 
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Lockwood & 
Kunda, 
Journal of 
Personality and 
Social 
Psychology, 
1997 

Relevant 
superstar role 
models can 
affect self-
views. 

Experimental 
design for all 
3 studies 

Undergraduate 
students 
Study 1 -50 
Study 2- 65 
Study 3 - 57 

Participants No Self- Evaluation 
(self-perceptions) 

Relevant super-star role models 
provoked self enhancement and 
inspiration when success was 
attainable but self-deflation when 
unattainable (may be unattainable 
due to fixed ability or not enough 
time). 
 
 
 

Lockwood & 
Kunda, 
Journal of 
Personality and 
Social 
Psychology, 
1999 

Exposure to an 
outstanding 
role model can 
result in self-
enhancement 
and increased 
motivation or 
in self-
deflation and 
discourage-
ment. 

Experimental 
design for all 
4 studies 

Undergraduate 
students 
Study 1-43 
Study 2-82 
Study 3- 49 
Study 4-43 

Participants No Motivation & self-
evaluation 

Under normal conditions, 
individuals were inspired by an 
outstanding role model (motivation 
and self-evaluations were enhanced). 
However, when participants were 
reminded of their most positive self-
views (successes), their hoped-for 
future selves, or even those with 
high self-esteem, inspiration was 
undermined, motivation & self-
evaluations decreased. Self-
enhancement & motivation were 
found to be positively correlated. It 
may be hard for a role model/mentor 
to deflate self-evaluation and 
motivate to achieve at the same time. 
 

Murphy & 
Kram, 
Career 
Development 
International, 
2010 

Explored the 
different 
contributions 
of work and 
non-work 
relationships 
that make up 
individuals’ 
developmental 
networks to 
career success. 
 
 

Multi-method 
approach 
utilizing 
survey data 
and semi-
structured 
interviews 

254 full-time 
employees 
attending an 
MBA program 
part-time 

Protégé self-
report 

Defined 
mentor and 
examined 
role 
modeling as 
a function 
of the 
mentoring 
relationship 

Career outcomes 
(salary, career 
satisfaction, & life 
satisfaction) 

Qualitative data indicated 
differences in the sub-functions and 
quality of support offered by work 
versus non-work relationships, 
especially with role modeling. 
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*As mentioned in the literature review from Chapter 2, this table includes role modeling research conducted in the organizational sciences literature, research that 
focuses on career development, or has been widely cited in the organizational sciences literature as support for role modeling. This may not include research 
conducted in the fields of education or healthcare. 

 

 

Pratt, 
Rockmann, & 
Kauffman, 
Academy of 
Management 
Journal, 2006 

Build theory 
about 
professional 
identity 
construction. 

6 year 
qualitative 
study 
consisting of 
semi-
structured 
interviews, 
short surveys, 
archival 
analysis, & 
unobtrusive 
observation. 
 

29 Medical 
residents 
(generalists & 
specialists) 
from  

Multi-source No Professional identity Role models played a critical role in 
identity learning. Residents received 
validation for their professional 
identities through role models. They 
chose those physicians (role models) 
whose characteristics matched the 
perceptions of their own existing or 
emerging professional identity.  

Singh, 
Vinnicombe, 
& James, 
Women in 
Management 
Review,  2006 

Explored how 
young 
professional 
women use 
role models to 
help create 
their 
professional 
identities. 

In-depth 
interviews 

Young 
professional 
women 

Self-report Yes/No Professional Identity 
and role model 
selection 

Several common themes were found. 
The changing context of work-life 
balance was a key issue as well as 
the women’s self- report of lack of 
confidence. Overall, this paper 
contributed to the understanding of 
how women seeking career 
advancement used role models in a 
variety of ways and purposes to 
guide their own professional 
development. Women tended to use 
a variety of role models instead of 
one single ideal type match or 
person. They seemed to include 
women from business, but did not 
include very many senior level 
managers. Mostly, the sample’s role 
models consisted of multiple, close 
individuals. 
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Additional Empirical Mentoring Studies with Role Modeling 
Author(s)/ 
Journal/ 

Year 

Methodology Sample 
characteristics 

Data source Measure of 
mentoring 
functions 

Key variables 
& constructs 

Key role model findings/contribution 

Allen, Eby, & 
Lentz, Journal 
of Applied 
Psychology, 
2006 

Cross-
sectional 
survey 

175 protégés and 
110 mentors from 
4 different 
organizations 
(health care, 
manufacturing, oil, 
and technology) 
with formal 
mentoring 
programs 
 
 
 

Protégé and 
mentor self-
report 

Scandura’s 15-item 
measure of 
mentoring functions 
(career, 
psychosocial, and 
role modeling), 

Career and 
psychosocial 
mentoring, role 
modeling, and 
mentorship 
quality. 
Interaction 
frequency as a 
mediator. 

Differences in rank related to role 
modeling but the nature of the relationship 
was different from protégés and mentors. 
Protégés reported modeling those closer in 
rank, while mentors reported more 
modeling when higher in rank. Participant 
input into the formal mentoring process 
and match influenced mentorship quality 
and role modeling. 
 

Ensher, Grant-
Vallone, & 
Marelich,  
Journal of 
Applied Social 
Psychology, 
2002 
 
 
 
 

Cross-
sectional 
survey 

144 hourly, non-
managerial & 
managerial 
employees from 
two organizations.  

Protégé self-
report 

Scandura & 
Katerberg’s 18 item 
MFQ (vocational, 
role modeling, & 
psychosocial 
support).   

Mentor support 
& satisfaction 
with mentor. 

Perceived attitudinal similarity was found 
to be a better predictor of protégé’s 
satisfaction with their mentor and mentor 
support (vocational, psychosocial, & role 
modeling) received beyond that of 
demographic similarity.  
 

Ensher, 
Thomas, & 
Murphy  
Journal of 
Business and 
Psychology, 
2001 

Cross-
sectional 
survey 

142 hourly, non-
managerial & 
managerial 
employees from 
different 
organizations. 

Protégé self-
report 

Scandura & 
Katerberg’s 18 item 
MFQ (vocational, 
role modeling, & 
psychosocial 
support).  
Respondents 
categorized their 
mentor into type 
(traditional, step-
ahead, and peer) 

Satisfaction 
with mentor, 
perceived 
career success, 
and job 
satisfaction. 

Role modeling, reciprocity, and vocational 
support were related to protégés 
satisfaction with mentors. Traditional 
mentors provided more vocational support, 
role modeling, and mentoring satisfaction 
than peer mentors. Protégés with 
traditional mentors reported higher level of 
job satisfaction than protégés with non-
traditional mentors. 
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Lankau, 
Carlson, & 
Neilson, 
Journal of 
Vocational 
Behavior, 
2006 

Cross-
sectional 
survey 

355 alumni  Protégé self-
report 

Scandura’s 15 item 
scale (vocational, 
psychosocial, role 
modeling) 

Job satisfaction 
and 
organizational 
commitment, 
and role 
stressors as a 
mediator. 
 

The role modeling function of mentoring 
was associated with lower perceptions of 
role conflict and role ambiguity.  
 
 
 
 

Murphy & 
Ensher, 
Journal of 
Career 
Development, 
2001 

Cross-
sectional 
survey 

158 employees in 
media organization 
and a school 
district. 

Protégé self-
report 

Scandura & 
Katerberg’s 18 item 
MFQ (vocational, 
role modeling, & 
psychosocial 
support).   
 
 

Job satisfaction 
and perceived 
career success. 
Mentoring as a 
moderator 

Protégés who received more role 
modeling, using behavioral observational 
strategies resulted in more perceived 
career satisfaction, but not for those 
receiving less role modeling. Protégés in 
relationships with less role modeling 
perceived themselves as successful in their 
careers only when they used self-set career 
goals.  
 
 

Ragins & 
Cotton, 
Journal of 
Applied 
Psychology, 
1999 

Cross-
sectional 
survey 

352 females and 
257 males from 
national sample of 
journalists, social 
workers, & 
engineers 

Protégé self-
report 

Ragins & 
McFarlin’s 33 items 
for career and 
psychosocial 
functions 

Mentor 
satisfaction, 
promotion rate, 
and current 
annual 
compensation, 
gender, and 
mentorship 
types as 
moderators. 

Protégés with informal mentors reported 
higher levels of satisfaction with mentors, 
receiving more career development 
functions and psychosocial functions 
(friendship, social support, role modeling, 
& acceptance), and more compensation 
than protégés with formal mentors. Having 
a history with male mentors was related to 
more compensation. Protégés with cross 
gender dyads reported less career 
mentoring in formal mentoring. Female 
protégés may have the least to gain from 
formal mentoring. 
 

Ragins & 
McFarlin, 
Journal of 
Vocational 
Behavior, 
1990 
 

Cross-
sectional 
survey 

181 protégés in 3 
organizations. 

Protégé self-
report. 

Ragins & 
McFarlin’s 33 items 
for career and 
psychosocial 
functions 

Perceived 
mentor roles, 
mentoring 
functions, and 
gender. 

Female protégés with female mentors 
reported more role modeling 
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Scandura & 
Williams, 
Journal of 
Vocational 
Behavior, 
2001 

Cross-
sectional 
survey 

248 Executive 
MBA students. 

Protégé self-
report 

Scandura’s 18-item 
measure of 
mentoring functions 
(vocational, 
psychosocial. & role 
modeling). 

Mentoring 
received and 
gender as  
moderator 

With regard to role modeling within a 
mentoring relationship, protégés may 
benefit more from same-sex relationships, 
than cross-sex. Informal initiation may 
result in higher levels of vocational 
support and role modeling. 
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APPENDIX B: Survey Variables 

Each variable collected with the online surveys is listed here along with the 
corresponding survey and item number.  
 

Survey Variable Corresponding Survey and Item Number 

Motivational/Inspirational role modeling Survey 2: #4 

Imitative role modeling Survey 2: #5 

Work-related learning Survey 1: #16 (first 6 items) 

Personal skill development Survey 1: #15 

Career motivation Survey 1: #17 

Clarity of professional identity Survey 1: #16 (last 4 items) 

Objective career success Survey 1: #12, 13 

Perceived career success Survey 1: #14 (last 4 items) 

Career satisfaction Survey 1: #14 (first 3 items) 

Career self-efficacy Survey 1: #18 

Respondent gender Survey 1: #26 

Respondent race Survey 1: #28 

Respondent SES Survey 1: #31 

Respondent career stage Survey 1: #2 

Role models Survey 2: #1 

Role model type Survey 2: #2, 6, 7, 10, 11 

Role model gender Survey 2: #8 

Role model race Survey 2: #9 
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Control Variables 

Mentoring Survey 1: #20-25 

Core Self-Evaluation Survey 1: #19 

Respondent’s education Survey 1: #1, 31 

Full time work experience Survey 1: #2 

Continuous work history Survey 1: #5 

Hours of work per week Survey 1: #10 

Job position Survey 1: #9 

Organizational level Survey 1: #11 

Organizational size Survey 1: #7 

Industry Survey 1: #8 

Age Survey 1: #27 

Marital status Survey 1: #29 

Dependent children Survey 1: #30 
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APPENDIX C: Time 1 and Time 2 Online Surveys 
 

Online Survey Time 1 

Career Information: 
Please answer the following questions. Please be completely honest in your responses 
and realize there are no right or wrong answers.  All information that you provide will 
remain anonymous. Thank you for your participation.      
 
1.  Do you have a bachelor's degree?     

Yes or No 

2. How much full-time work experience do you have after completing your bachelor's 
degree? Please enter the number of years in the box below. (Please round to the nearest 
year.) 

_______Years 

3. Are you currently working on a full-time basis? 

Yes or No 

NOTE: The first three questions are screening questions.  Respondents must have at least 
a bachelor’s degree, at least two years of full-time work experience, and be currently 
employed to complete the survey. If these conditions are not met, the respondent will 
automatically exit the survey and see this message: “You have now reached the end of 
the survey. Thank you for your participation.” 

4. Are you currently self-employed or work for a business owned by a parent or relative? 

Yes or No 

5. Has there been a time since graduating from your Bachelor's degree program when you 
were not employed full time? If you answered yes, please indicate the time period using 
month/year to month/year that you were unemployed. 

Yes, __________ 
No 
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6. How long have you been with your current employer/company? Please enter the 
number of years and months. (If you are currently unemployed, please answer the 
remaining questions using the last company for which you worked.) 

______Years 

______Months 

7. How many people are employed by your current organization? 

• Less than 100 employees 
• 101-500 
• 501-1,000 
• 1,001-5,000 
• 5,001-9,999 
• More than 10,000 employees 

8. In what industry is your present employing organization? 

• Accounting 
• Aerospace 
• Chemicals 
• Banking 
• Computer Services 
• Consulting 
• Consumer Products 
• Education 
• Electrical/Electronic Equipment 
• Entertainment 
• Food processing 
• Government 
• Insurance 
• Investment Banking 
• Machinery 
• Medical/Health Services 
• Motor Vehicles 
• Oil 
• Pharmaceuticals 
• Real Estate 
• Retailing 
• Steel/Metals 
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• Telecommunications 
• Transportation 
• Utilities 
• Other 

NOTE: If the respondent indicates “Other” then Qualtrics will provide a space in which 
to type. 
 

9. Do you hold a position in the organization which has direct responsibility and authority 
for the main activity (i.e. production of goods and services) of the company (line 
position) or are you in an advisory capacity to someone who holds such a position (staff 
position)? 

• Line position 
• Staff position 

10. How many hours per week do you work, including hours spent outside the office? 

Number of hours __________ 

11. Please indicate the organizational level that best reflects your position and 
responsibilities. 

• Senior-level executive (e.g., CEO, operating company president, CFO, COO, etc.) 
• Vice president 
• Director 
• Manager 
• Professional-technical/individual contributor/non-managerial position 

 

12. How many promotions have you received in your career to date? ___________ 

 

13. What is your annual pay/income from your current job? (Only consider direct pay, do 
not consider benefits or other forms of indirect pay.) Please enter the amount in the 
blanks below. 

$_________Current annual salary  

$_________Current annual supplementary income (e.g., commission, profit sharing, or 
bonuses) 
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14.   Consider your career so far in responding to the following items. Please indicate 
how much you agree or disagree with each statement. 

 

 

15. Consider your career so far in responding to the following items. Please indicate how 
much you agree or disagree with each statement.  

 Strongly 
Disagree 

Disagree Neither  
Agree nor 
Disagree 

Agree Strongly 
Agree 

I have learned how to communicate 
effectively with others.           

I have improved my listening skills.           
I have developed new ideas about how 
to perform my job.           

I have become more sensitive to 
others' feelings and attitudes.           

I have gained new skills.           
I have expanded the way I think about 
things.           

 

 

 Strongly 
Disagree 

Disagree Neither 
Agree 

nor 
Disagree 

Agree Strongly 
Agree 

In general, I am satisfied with my 
career status.           

In general, I am satisfied with my 
present job.           

I feel that my career progress is 
satisfactory.           

So far, my career has been very 
successful.           

My significant other feels that my 
career is successful           

Compared to my coworkers, my career 
has been very successful.           

Given my age, my career is 'on 
schedule.'           
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16. Consider your career so far in responding to the following items. Please indicate how 
much you agree or disagree with each statement. 

 Strongly 
Disagree 

Disagree Neither  
Agree nor 
Disagree 

Agree Strongly 
Agree 

I have not yet learned "the ropes" of my 
job.           

I have learned how to successfully 
perform my job in an efficient manner.           

I have mastered the required tasks of my 
job.           

I have not fully developed the 
appropriate skills and abilities to 
successfully perform my job. 

          

I understand what all the duties of my 
job entail.           

I have developed a clear professional 
identity.           

I am still searching for my career and 
professional identity.           

I know who I am, professionally and in 
my career.           

I do not yet know what my career and 
professional identity is.           
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17.   Please indicate how much you agree or disagree with each statement.          

 Strongly 
Disagree 

Disagree Neither 
Agree 

nor 
Disagree 

Agree Strongly 
Agree 

I am very involved in my job.           
I see myself as a professional and or 
technical expert.           

I spend free time on activities that will 
help my job.           

I have taken courses toward a job-
related degree.           

I stay abreast of developments in my 
line of work.           

I have volunteered for important 
assignments with the intent of helping 
to further my advancement possibilities. 

          

I have requested to be considered for 
promotions.           
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18.   Please indicate how much you agree or disagree with each statement.      

 Strongly 
Disagree 

Disagree Neither  
Agree 

nor 
Disagree 

Agree Strongly 
Agree 

When I make plans for my career, I am 
confident I can make them work.           

If I can't do a job the first time, I keep 
trying until I can.           

When I set important career goals for 
myself, I rarely achieve them.           

I avoid facing career difficulties.           
When I have something unpleasant to 
do that will help my career, I stick with 
it until I am finished. 

          

When I decide to do something about 
my career, I go right to work on it.           

When trying to learn something new on 
my job, I soon give up if I am not 
initially successful. 

          

I avoid trying to learn new things that 
look difficult for me.           

I feel insecure about my ability to get 
where I want in this company.           

I rely on myself to accomplish my 
career goals.           

I do not seem capable of dealing with 
most problems that come up in my 
career. 
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19. Please indicate how much you agree or disagree with each statement.      
 Strongly 

Disagree 
Disagree Neither  

Agree 
nor 

Disagree 

Agree Strongly 
Agree 

I am confident I get the success I 
deserve in life.           

Sometimes I feel depressed.           
When I try, I generally succeed.           
Sometimes when I fail I feel worthless.           
I complete tasks successfully.           
Sometimes, I do not feel in control of 
my work.           

Overall, I am satisfied with myself.           
I am filled with doubts about my 
competence.           

I determine what will happen in my life.           
I do not feel in control of my success in 
my career.           

I am capable of coping with most of my 
problems.           

There are times when things look pretty 
bleak and hopeless to me.           

 
 
Mentoring Information: 
In this section we are interested in the degree to which you have experienced mentoring 
relationships with higher level managers or professionals.   
 
A mentor is an individual who holds a position senior to yours who takes an active 
interest in developing your career.  While it is possible for an immediate supervisor to 
serve as a mentor, a relationship of this type represents a special opportunity to interact 
with a senior manager.  The standard subordinate/supervisor relationship is not a 
mentoring relationship.  
 
 In the questions to follow, please indicate whether you consider one or more individuals 
to be your mentor(s). 
 
20. I have experienced, in my career to date, a relationship with an individual that should 
be classified as a mentoring relationship. 
 Yes or No 
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NOTE: If the respondent selects “No” then Qualtrics will skip ahead to question 26. 
 
Please think about one specific relationship that you would consider to be your primary 
mentor. 
21. What is (was) the duration of the mentoring relationship? 

• Less than 6 months 
• 6 months to 1 year 
• 1-2 years 
• 2-3 years 
• More than 3 years 

 
22.  What is the gender of your mentor? 
 Male or Female 
 
23.  What is the racial/ethnic identity of your mentor? 

• African American/Black 
• Asian/Pacific Islander 
• Caucasian/White 
• Hispanic/Latino 
• Native American 
• Other  

NOTE: If the respondent indicates “Other” then Qualtrics will provide a space in which 
to type. 
 
24.  Please indicate the organizational level that best reflects your mentor’s position and 
responsibilities. 

• Senior-level executive (e.g., CEO, operating company president, CFO, COO, etc.) 
• Vice president 
• Director 
• Manager 
• Professional-technical/individual contributor/non-managerial position 

 
25.  My mentoring relationship was initiated through (select one alternative): 

• Informal social exchange 
• Naturally occurring business exchange 
• A company-sponsored formal mentoring program (i.e., you were assigned to your 

mentor) 
• Other 
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NOTE: If the respondent indicates “Other” then Qualtrics will provide a space in which 
to type. 
 
Background Information: 
Please answer these last few questions about yourself. Again, all responses will remain 
anonymous. Thank you for your participation.       
 
26.  What is your gender? 

Male or Female 
 
27. What is your age? _______ 
 
28. What is your ethnic background? 

• African American/Black 
• Asian/Pacific Islander 
• Caucasian/White 
• Hispanic/Latino 
• Native American 
• Other ____________________ 

NOTE: If the respondent indicates “Other” then Qualtrics will provide a space in which 
to type. 
 
29. What is your marital status? 

• Married 
• Single/never married 
• Single/previously married 

 
30. Do you have dependent children (under 18 years of age?) 

Yes or No 
 
31.   Please indicate the socio-economic group which best describes your family when 
you were a child. 
 

• Welfare recipient, no regular employment. 
• Working poor (basic needs a struggle due to low income or other reasons) 
• Middle income, blue collar 
• Middle income, white collar 
• Upper income, professional/managerial positions 
• Substantial income from inheritance and/or non-employment-related sources such 

as investments 
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32. Please indicate your highest degree obtained.     

• Bachelor’s degree 
• Master’s degree 
• Law degree 
• Doctoral degree 
• Medical degree 
• Other 

33. Please use the space below if you would like to comment on or qualify any of your 
previous answers. (A text box is provided for respondents to leave comments.) 

 

Thank you for taking the survey. Your participation is greatly appreciated!   
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Online Survey Time 2 
 
 

Thank you for your participation. Your responses will help us better understand work 
relationships. Please answer the questions honestly and keep in mind there are no right or 
wrong answers. All the information you provide will remain confidential and 
anonymous.   Click the arrow button to begin. 

Role Model Information: 
Take a moment to think about your career in recent times. Then read the following 
definition for 'role model'.          
    

A role model is a person who you identify with in some way and who you may 
desire to emulate (or avoid).  
 
People pay attention to role models because they represent possible examples of 
important professional skills and personal attributes. You may observe this role 
model for enhancing your work and career or for very specific purposes. You may 
know the person well or not at all. In fact, an interactive relationship is not 
necessary. Role models may vary from an actual person to a fictional character or 
historical figure; and may be a positive example of how to act or an example of 
how not to act. 
 
To summarize: 

• A role model is someone you identify with in some way. 
• You may know the person well or not at all. 
• A role model may be real or imagined. 
• A role model may be positive or negative. 

  
After reading this description, consider your career again. Think broadly about people 
who may be or have been important role models for you.                
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1. Using the blanks below, please list up to 6 people that you consider to be the most 
important role models in your career. If you wish, use first names or initials, whatever 
will help you identify them in later questions. Remember to think broadly when 
considering potential role models.         
 
Start with the most important or influential career role models first and work from 
there. Again, all responses will remain anonymous.     

 1 2 3 4 5 6 
Role 

Models       

 
 

2. Please select the category that best describes each of your role models below.    

NOTE: The actual role model names entered by the respondent are carried forward from 
question #1 and inserted into subsequent questions. 
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1st Role Model Entered               
2nd Role Model Entered               
3rd Role Model Entered               
4th Role Model Entered               
5th Role Model Entered               
6th Role Model Entered               

 

You will now be asked a series of questions about the top three (3) people you listed 
as role models in your career currently, starting with 1st Role Model Entered.  Please 
keep this person in mind as you answer these questions.        

3. Using the text box below, please explain in your own words, the contributions of this 
role model to your career -- that is, why did you list 1st Role Model Entered as a role 
model? 
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4. Keeping 1st Role Model Entered in mind, please indicate the extent to which you 
agree with the following statements. 

 Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree 

nor 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

This person has inspired me.               
This person's example has 
helped me to persist in the 
face of barriers and 
challenges. 

              

This person has stimulated 
my efforts to excel.               

This person has heightened 
my motivation to succeed.               

This person has increased my 
optimism for the future.               

 

5. Still keeping 1st Role Model Entered in mind, please indicate the extent to which you 
agree with the following statements: 

 Strongly 
Disagree 

Disagree Somewhat 
Disagree 

Neither 
Agree nor 
Disagree 

Somewhat 
Agree 

Agree Strongly 
Agree 

I have borrowed directly 
from this person’s style of 
behaving. 

              

I have implemented specific 
skills and behaviors I 
observed in this person. 

              

I have directly modeled key 
behaviors taken from this 
person. 

              

I have borrowed from this 
person’s approach to 
situations. 

              

I have directly modeled this 
person’s attributes or 
qualities. 
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6. Overall, would you describe 1st Role Model Entered as a global or partial role 
model? (select one alternative)   

 Global role model (You would like to be like this person in general. For example, this 
person has many attributes - skills, traits, attitudes, and behaviors - you would like to 
learn or copy.)       

 Partial role model (You selected this role model for a specific quality or 
characteristic. For example, this person has one or only a few attribute(s) that you’d 
like to learn or copy.) 
 

7. Overall, would you describe 1st Role Model Entered as a positive or negative role 
model?  (select one alternative)  

 Positive role model (This person demonstrates positive qualities and/or characteristics 
you desire).       

 Negative role model (This person demonstrates negative qualities and/or 
characteristics you do NOT desire. For example, this person may provide examples of 
how NOT to behave in a particular situation or how NOT to do something.) 
 

8. What is 1st Role Model Entered's gender?     
 Male 
 Female 

 
9. What is 1st Role Model Entered's ethnic background?    
 African American/Black 
 Asian/Pacific Islander 
 Caucasian/White 
 Hispanic/Latino 
 Native American 
 Other ____________________ 

NOTE: If the respondent indicates “Other” then Qualtrics will provide a space in which 
to type. 

NOTE: If 1st Role Model Entered is a ‘professional acquaintance’ then question #10 will 
be displayed:  

10.   Are you currently (or were you previously) employed by the same organization 
as 1st Role Model Entered? 

 Yes 
 No 
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NOTE: If 1st Role Model Entered is a ‘professional acquaintance, family member or 
relative, or personal acquaintance’ then question #11 will be displayed:  

 
11. Please describe your interaction with 1st Role Model Entered as being a current 

interaction, in the recent past, distant past, or more distant past. 
• Currently 
• Recent past (1-5 years ago) 
• Distant past (5-15 years ago) 
• More distant past (15 or more years ago) 
• Never any interaction. 
• Other, please explain. 

NOTE: If the respondent indicates “Other” then Qualtrics will provide a space in which 
to type. 

12. Is there anything else you would like to add about 1st Role Model Entered? Or 
other ways you benefit from observing 1st Role Model Entered that were not mentioned 
above? If so, please take a moment to explain below.   

 

You have completed all of the questions about 1st Role Model Entered.  Please click the 
arrow button to continue. 

********************* 

The survey continues in identical fashion until the participant has completed questions 
about each of the 1st three role models entered in question #1. 

For Example: You will now be asked a series of questions about 2nd Role Model Entered, 
the second person you listed as a role model.  Please keep this person in mind as you 
answer these questions.   Using the text box below, please explain why you listed 2nd 
Role Model Entered as a role model. 

For Example: You will now be asked a series of questions about 3rd Role Model Entered, 
the third person you listed as a role model.  Please keep this person in mind as you 
answer these questions.   This is your final series of questions. 

Using the text box below, please explain why you listed 3rd Role Model Entered as a role 
model. 

********************* 

You have now reached the end of the survey. Thank you for your participation! 
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APPENDIX D: Pilot Test Procedures and Feedback 

Expert Review Inquiry Correspondence  
September 6, 2012 
 
Dear Colleagues,  
 
I need your help! I am developing two surveys to collect data for my dissertation. The 
current step in my survey development is to get responses from a panel of experts in 
order to establish the clarity and effectiveness of the surveys. Thus, I am recruiting 
“experts” to help clarify the final items that will be used. If you are willing to volunteer 
your expertise, please click on the links below to complete the surveys. 
 
There is a comment/suggestion box at the end of each survey where you can 
anonymously provide your feedback. Your expert feedback about the following details 
will be greatly appreciated: 
 

1. Clarity of the survey items – did you find anything confusing or nonsensical? 
2. Grammar or typographical errors – did you notice anything that needs correcting? 
3. Technical difficulties – did the survey work smoothly? 
4. Survey length – did the survey seem long or tiresome? 
5. Any other suggestions or comments you have are greatly appreciated. 

 
Please follow the links to the surveys: 
 
Click here to take Survey 1 - pilot test. 
 
Click here to take Survey 2 - pilot test. 
 
I know you are all very busy with things of your own, so I really appreciate your help. If 
you don’t have time to complete both surveys, feel free to just take one of them. It would 
be great if you could complete the surveys before Tuesday, September 18th.   
 
Feel free to contact me at cmmd36@mail.missouri.edu or 931-980-2660 if you have any 
questions or suggestions.  
 
Thank you in advance for your help and have a great day!  
 
Sincerely,  
 
Christie McCullough 
Doctoral Candidate  
University of Missouri  
Cornell Hall- Department of Management 
Columbia, MO 65211-2600  
cmmd36@mail.missouri.edu 

https://missouri.qualtrics.com/SE/?SID=SV_9MHCVYnSCPOQKQl
https://missouri.qualtrics.com/SE/?SID=SV_cJ5Q4EFMdl2Sqvb
mailto:cmmd36@mail.missouri.edu
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Pilot Test Procedures and Feedback (Cont.) 

Expert Review Inquiry Follow-up Correspondence 

 

September 19, 2012 

 

Hello colleagues, 

Several of you have already completed the surveys and I really appreciate it.  Thanks! 

If you haven’t had a chance to take them yet, I could still use your help! 
 
There is a comment/suggestion box at the end of each survey where you can 
anonymously provide your feedback. Your expert feedback about the following details 
will be greatly appreciated: 
 

1. Clarity of the survey items – did you find anything confusing or nonsensical? 
2. Grammar or typographical errors – did you notice anything that needs correcting? 
3. Technical difficulties – did the survey work smoothly? 
4. Survey length – did the survey seem long or tiresome? 
5. Any other suggestions or comments you have are greatly appreciated. 

 
Please follow the links to the surveys: 
Click here to take Survey 1 - pilot test. 
Click here to take Survey 2 - pilot test. 
 

If you don’t have time to complete both surveys, feel free to take just one of them.  
 
Thanks, 
Christie 
 

Christie McCullough 
Doctoral Candidate  
University of Missouri  
Cornell Hall- Department of Management 
Columbia, MO 65211-2600  
cmmd36@mail.missouri.edu  

https://ch1prd0106.outlook.com/owa/redir.aspx?C=7tHyZat06kCvVwAe6IkffwWdUQYaas8IhjRER0O1j7XazerB1g3ZbEWXAMnUu8cwioUbfh2zj-c.&URL=https%3a%2f%2fmissouri.qualtrics.com%2fSE%2f%3fSID%3dSV_9MHCVYnSCPOQKQl
https://ch1prd0106.outlook.com/owa/redir.aspx?C=7tHyZat06kCvVwAe6IkffwWdUQYaas8IhjRER0O1j7XazerB1g3ZbEWXAMnUu8cwioUbfh2zj-c.&URL=https%3a%2f%2fmissouri.qualtrics.com%2fSE%2f%3fSID%3dSV_cJ5Q4EFMdl2Sqvb
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Expert Review Comments and Suggestions 

Survey Time 1: 

Number of responses: 14; Average response time: 11 minutes 
 

Seemed long on questions related to job background. I’m sure you have a reason to collect all 
that data. My stuff so long ago and had so many jobs didn’t know which one to reply 
about…..so chose one to keep all consistent.  
 
Survey 1 was good in length and questions….gathering characteristics about SELF. Good 
length and easy to respond to. 
 
You could maybe add more than one box for unemployed time 
 
I really like that the items were relatively short, and that there were not too many on each page 

It started light and got somewhat heavier towards the end (item length and number of items) 

The first one seems a bit too long perhaps…Also, where it asks for your job category, should 
there be more/broader categories? For example, I wasn't sure where to fit my job. 

It is pretty long and time-consuming for busy folks.  Any chance to cut it down some without 
losing some validity and reliability? 
 
Excellent survey! 
 
I was unsure how to answer some questions about my career, which is based on my master's 
degree, not my bachelor's degree. I felt the questions assumed only one career path, which I 
concluded was limited to the current job/career path. 

A handful of the questions seem to be more of a yes/no type than a 5pt Likert type. All the 
wording was clear! Nice job. 
 
The only confusing question to me centered on the use of the phrase "good front;" I was not 
sure what that referred to - happiness in face of someone treating you poorly, competence, 
other?... 

The survey is very clear. One of the first questions asks the respondent to identify her job field 
(marketing, accounting, etc.) there should be more categories, e.g. academia, etc. 

Think about this survey being way too long for the busy professional. asking for months is 
superfluous. Think about if your survey works for soon to be retirees, or former FT and slow 
down to part-time.  

Data on background and jobs asked questions about years and months. So long ago I couldn’t 
recall months. 
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Survey Time 2: 

Number of responses: 14; Average response time: 13 minutes 

Length of Survey 2 appropriate. I liked doing it so much that I would have kept going longer to 
answer additional question about additional role models. Didn’t realize that I wouldn’t do ALL 
of role models I listed. FUN!!! 
 
Really like Survey 2…anyway to allow participant to keep going to answer ALL role 
models….maybe I just missed that point….I was not too careful in reading all your directions. 
Sorry 
 
Good Job! Rarely do I enjoy this type of survey tool. This was interesting and fun…Helped me 
see what impact others have had on my career and life…so it was a good learning tool for 
me…and that is a good sign of a great survey! 

The idea that a role model could provide characteristic I would NOT want to use…was really 
interesting point on survey… 
 
The logic for survey 2 is very smooth, and well in place! 
 
You could maybe start on the first page with a small intro: "thank you for your participation in 
our/my earlier survey. This second (and final) survey will help us better understand your work 
relationships". Does this make sense? 
 
I really like the role model page with the definition and the different explanations 
 
I chose three role models to test the logic, and it worked great 
 
The second question (which of these two statements describe - role model) got me a bit 
confused. It would not work (I would not be able to answer this question) if I had answered in 
the first question the NOT option. 
 
Good job! 
 
No good way to indicate if a role model is alive, dead, or imaginary.  
 
GREAT JOB CHRISTIE! 
 
The survey is very clear and appropriate in terms of length. 
 
This survey was too long and busy. Why did you ask for 6 persons and not ask me to address 4, 
5, and 6? Mine persons were all from the workplace. I did not list a relative and non-work 
person. You might have asked for your #1 workplace positive, and #1 workplace negative, and 
best relative, and best no-work person. I found myself checking strongly agree on each 
question because I could not or chose not to discriminate the degree of agreement.  
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Overall Feedback: 

Both surveys worked technically. 
 
No noticeable typo errors. 
 
Looks great!!!!! 
 
I just finished your two surveys and they looked good! They were understandable and intuitive. 
I didn't notice any problems with method or design. 
 
Good luck and let me know if there is anything else I can do to help 
 
You did an amazing job... both surveys really flow well. 
 
I think they are very well constructed. 
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APPENDIX E: Multiple Regression Results 

Role Modeling Dimensions Predicting Direct Benefits 

  Work-Related 
Learning 

Personal Skill 
Development 

Career 
Motivation 

Control Variables       
Mentoring -.04 .10+ .15** 

Core Self-Evaluation .46** .31** .18** 

Advanced Degree .05 -.02 .07 

Work Experience .05 .11* -.10 

Continuous Work History .04 .01 -.08 

Current Job Tenure .06 -.21** .07 

Hours worked per week .11* .12* .07 

Organizational level .03 .12* .23** 

Organization Size .04 .10* -.04 

Financial Services Industry -.02 .00 .00 

Technology Industry -.04 -.02 .11+ 

Manufacturing Industry -.05 -.05 .02 

Sales and Marketing Industry .03 .05 .05 

Services Industry -.04 .08 .10 

Gender .02 .03 .05 

Minority -.21** -.09+ -.02 

SES -.08+ .08 .11* 

Independent Variables     

Motivational Role Modeling (Primary) .17** .22** .06 

Imitative Role Modeling (Primary) -.08 .08 .18** 

R2 .42* .36** .31** 

Adjusted R2 .38 .32 .26 

        

Note: With the control variables included, multiple regression analysis was conducted on the mean 
variables for role modeling dimensions predicting direct benefits. 
  

  
  

Motivational Role Modeling (Mean) .16* .32** .12 

Imitative Role Modeling (Mean) -.09 -.05 .15+ 

R2 .41+ .36** .32** 

Adjusted R2 .37 .32 .27 

  
  

  
N= 301, *= p < .05, **= p < .01, + = p < .10       
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APPENDIX F: Role Model Descriptions 

 
 Role Model 1 

(primary 
Role Model 2 Role Model 3 

Global  
(versus partial)  65% 50% 53% 

Positive  
(versus negative)  95% 95% 92% 

Interaction 

Current  
(versus past) 40% 48% 45% 

Never any 
interaction 9% 5% 4% 

Same Gender 
Role Models 

Male 91% 82% 80% 

Female 54% 47% 49% 

Same Race Role 
Models 

Minority 74% 65% 67% 

Non-Minority 88% 92% 87% 
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Appendix G: Correlation Table for Different Types of Role Models 
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