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Abstract

The level of success achieved by returning Australia Awards 
scholars varies. Success is measured in relation to the 
implementation of Re-Entry Action Plans (REAP), degree 
of change introduced in the workplace, and personal 
development. However, the level of success of returning 
scholars has not been studied. In fact, some scholars were 
considered less successful, and there were cases wherein 
they were unable to implement or complete their REAPs. 
This study aimed to develop a framework to show contrasting 
factors that contribute to scholars’ success levels. A sequential 
exploratory mixed method was utilized. The scholars’ 
assignment (their workload/designation/rank in their 
employing organization) and qualities, their motivation, and 
the extent of scholarship support were considered facilitating 
factors in their level of success. However, colleagues and 
support from superiors were found to be hindering factors. 
Multiple regression reinforced that assignment appeared to 
be a predictor of success for returning scholars and to some 
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extent scholars’ qualities may also facilitate their success. 
Consequently, in selecting potential grantees for Australia 
Awards, work-related indicators and personal qualities may 
be useful factors to be considered in the scholars’ selection 
criteria.
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The Philippines-Australia Human Resource and Organizational 

Development Facility (PAHRODF) of the Department of Foreign Affairs 

and Trade (DFAT) is the agency tasked to manage the Australia Awards 

Scholarships (AAS) in the Philippines. It has been in operation since 

2004 and provides scholarship grants to government agencies and private 

organizations in human resource management and development, policy 

and planning, management and leadership, financial administration, 

and organizational capacities and systems to support service delivery 

(Coffey International Limited, 2015).

To date, more than a thousand scholars have been sent by 

the Australian government to various Australian organizations for 

scholarships in different fields. Most of these scholars currently handle 

strategic positions in their respective organizations, develop strategies to 

improve delivery systems and serve as managers, planners and in some 

cases entrepreneurs.

One of the AAS’s strategies to ensure the contribution of AA 

scholarship awardees is to require them to implement a Re-entry 

Action Plan (REAP). The REAP is a feature of the program unique 

to the Philippines, which requires recipients to make use of the skills, 

knowledge and networks they gained from their studies in Australia. The 
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REAP is aimed to develop and implement relevant programs and projects 

that contribute to Philippine development. Through their REAPs, 

AA scholars outline how their education and enhanced competencies 

from Australia contribute to the development of their organizations and 

communities when they return to the Philippines (Australia Awards 

Philippines, n.d.).

Although anecdotal evidence suggests that AA scholars have been 

successful and have already made an impact in their organizations upon 

their return, their level of success has not been explored. Similarly, 

there have been no empirical studies assessing the level of impact of 

their REAPs. Besides, there have been cases where AA scholars were less 

successful or situations in which scholars were unable to implement or 

complete the implementation of their REAPs due to various reasons. 

However, several international studies do provide insights into how 

scholars learn when undertaking employment-oriented scholarship 

programs.

Existing Literature on Scholarship Learning 

Literature reviews have been conducted on the definition of 

success in the context of scholarship alumni as they return to their 

home organization. According to Gladwell (2008), success is a complex 

interplay between what an individual may bring to the organization 

and the environmental conditions that may make that person achieve 

exceptional accomplishments. Under the right circumstances, an 

individual has the ability to turn challenges as opportunities to attain 

higher performance making the person successful.  

Several factors have been identified to affect or influence the scholar’s 

success. The literature and related studies in this section show certain 

foci or domains that encapsulate such factors: interpersonal strengths of 
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the scholar, higher order skills training, gender parity, experience, among 

others. These multidimensional factors or characteristics that influence 

scholars’ success are mentioned in the studies or cases below. Clearly, 

some of these mentioned do not seem to be directly aligned with the 

same goals as the AAS, yet it is fair to note that  there could be a range 

of employees who can be classified as “scholars” and they undertake 

different kinds of up-skilling through scholarship programs. The career 

stages and even occupations of these scholars may be an influence on 

hindering or facilitating learning and in such case are worth-mentioning 

here.

Based on the MasterCard Foundation Scholars Program’s Theory 

of Change by Shaw, Sloan, Sridharan and Thomas (2015), there are 

identified factors that contribute to a scholar’s success. These are scholar’s 

personal development of change, positions or jobs that assume leadership 

roles, mentoring support, built network among other institutions, and 

pursuit of service-oriented activities. 

A study by  Ross (2014) identified personal qualities, level of 

commitment and the kind of assistance the organization afforded to the 

scholars to have a positive contribution to the success of the Umthombo 

Youth Development Foundation Scholarship alumni in Africa. In the 

area of improving patient care, Baillie & Taylor (2015) highlighted 

alumni commitment as a facilitative factor for the healthcare scholars in  

London to be successful in improving services.

In their study on the impact of Jahnigen/GEMSSTAR Scholarship 

on careers of recipients in geriatric emergency medicine, Rosen et. al 

(2018) found out that grantees from the said scholarship have been 

academically productive and successful after the award and that the 

said award they gained from the program has been instrumental in their 

career development. 
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A survey of the American College of Surgeons (ACS) scholarship 

recipients, done by Upchurch et al. (2015), resulted to the conclusion 

that ACS scholarship has a significant impact on the academic career 

of the grantees despite their increasing clinical burdens. With the 

said program, there were identified surgeons who became leaders in 

academic surgery.     

Existing literature further suggest that a successful scholar is 

defined as someone who  turns challenges to opportunities (Gladwell, 

2008), makes improvements (Rose, Tod, McCabe, & Giordano, 

2017), is committed (Franken et al., 2016), and collaborates and forms 

interpersonal connections with other individuals and organizations 

(Cuseo, 2002). Franken, Langi and Branson (2016) emphasized that 

scholars were successful because they are committed individuals who 

possess the skills and knowledge to drive change and development.  

For example, Rose, Tod, McCabe and Giordano (2017) found out 

that making improvements in their service in-patient care resulted in 

clienteles’ satisfaction. With these improvements, the nurses, midwives 

and other healthcare professionals promoted excellence in the medical 

field. 

Harsh and Mallory (2013) identified two success factors in the Ron 

Brown Scholar Program in the United States: one refers to personal 

factors while the other is on program factors. Personal success factors 

of the scholar include resilience, efficacy, and academic and leadership 

potential; while program success factors consist of contribution to society, 

leadership, connection, and collegial and institutional support. 
Martinez, Floyd and Erichsen (2011) mentioned that successful 

Psychology scholars were productive in publishing research outputs 
that contribute to the body of literature. Similarly, Li, Miao and Yang 
(2015) found out that Chang Jiang faculty scholars alumni in China are 
successful in publishing researches with a high impact factor. This implies 
that Chinese universities could be geared towards the achievement of 
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their goals for scholarly learning through research excellence. In fact, 

in determining the success of scholars in the academe, the Chang Jiang 

faculty scholars alumni named alumni linkage and research quality as 

success indicators. On a similar note, Goldman, Hamburger, & Ottolini 

(2014) pointed out that scholarly productivity is an indicator of the 

success of faculty scholarship alumni teaching at the Department of 

Paediatrics of the George Washington University School of Medicine 

and Health. This is manifested in the significant increase in peer-

reviewed conference presentations and abstract paper publications 

in various medical research journals. Being productive in publishing 

research outputs was also suggested by Baillie and Taylor (2015) and 

Martinez et al. (2011).

An evaluation was done by the Office of Development Effectiveness 

in 2015 under the Australian Government DFAT regarding the 

contribution of Australia Awards scholarships to building women’s 

leadership. In this study, it was disclosed that AA scholarships contribute 

strongly to women recipients in terms of professional development and 

leadership. Data revealed that AA Awards had historically performed 

strongly on gender parity from 2012 to 2014, where 54% of the awardees 

were women and 46%  were men. 
On the other hand, there are barriers to a scholar’s success that should 

be noted. Franken et al. (2016) indicated that conflict in the workplace, 
lack of organizational support, and feeling of  overburden of Tongan 
postgraduate scholar hamper success. These are considered cultural 
norms in Tonga that can impede knowledge sharing and utilization. 
Baillie and Taylor (2015) have also emphasized that the culture of 
an organization and colleagues’ receptiveness to improvement have a 
negative contribution to being successful. Dean (1998) highlighted that 
the lack of motivation to get things done is one barrier to success. Hunt, 
Morgan, and Teddy (2001) underscored that a heavy workload has a 

negative contribution to become successful among Maori students.



Southeastern Philippines Journal of Research and Development 7

The literature cited support the double intent of the reasearch 

project: to acquire information on the success of scholars, and to explore 

the factors that facilitate and hinder success with a view to improving 

recruitment and selection. The overall aim was to use the findings of the 

survey – described in the next section – to develop a Success Framework 

which could be useful in selection and support for future AASs.

Methodology

This study approached the identification of factors central to returning 

scholars’ Success Framework by using a sequential exploratory mixed 

method. A survey instrument on the factors associated with Australia 

Awards (AA) success was crafted. The items crafted for the dependent 

variable (Y=success) elicited a response on the level of success of AA 

scholars, while eight (8) initially identified factors (X=facilitating and 

hindering) served as the independent variables namely: support from 

the superior, institution, co-workers/colleagues, rank or designation, 

PAHRODF support, scholar qualities, scholar’s motivation, and 

workload. 
The survey questionnaire underwent reliability test using Cronbach’s 

alpha in order to ensure scale reliability and internal consistency of the 
items with an acceptable coefficient of reliability of 0.86. Afterwhich, the 
instrument was sent to all Australia Awards recipients from years 2005-
2014 all over the Philippines. These scholars were asked to respond to 
the online survey posted on the PAHRODF website. They were made 
to answer the questionnaire’s every item using scale of 1-10 of which 1 
is the lowest and 10 the highest. Out of 1,222 target AA scholars, only 
200 scholars (16%) - all categorized successful - had filled out completely 
the online survey instrument while others who did not do so were not 
included in the analysis.  The data gathered from this survey became the 

basis for coming up with the success framework.  
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After the responses were retrieved, the data were treated statistically. 

Mean and percentage distributions were used to show the profile of 

the respondents in terms of age, sex, level of postgraduate scholarship, 

scholarship category, nature of the organization, position in the 

organization, the level of success of AA scholars (categorized into very 

highly successful, highly successful and successful), and the factors 

associated with their success. 

A regression model was then generated from the survey data for 

initial analysis. It was checked for multi-collinearity to correct the 

model for some statistical errors. Outliers were removed by eliminating 

or removing extreme values in the data. To further correct the model 

for misbehaving variables, Principal Component Analysis (PCA) was 

used to examine the interrelations among the set of variables in order to 

identify the underlying structure of those variables as well as to further 

check for multi-collinearity issues thus combining variables (factors) 

that are highly correlated. Hence, from the eight factors, they were then 

reduced to six factors wherein the variable “institution” and “co-workers/

colleagues” were renamed as Organization (I), while rank or designation 

and workload were renamed Assignment (AS). Then a second model 

was generated utilizing the six factors which became the final model of 

this research.  

It should be noted, however, that because of the limited literature 

gathered, and aside from the fact that most of them are international in 

nature, the researchers deemed it important to take into  account the 

Filipino scholars’ construct of “success” as well as its contributory factors, 

for concepts might be lacking if additional insights from the scholars 

were not asked. Aside from that, their actual experiences were deemed 

to be of great help in coming up with a more contextualized definition 

of success and the factors and indicators affecting their success. This 

is the purpose of the focus group discussion conducted with scholars 
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representing various sectors in the Philippines. Although not part of the 

core data, FGD results aided in conceptualizing the frame and finalizing 

the survey questionnaire.

Results 

Scholars’ Demographics Profile

From the 200 AA scholars who responded, 15 percent aged 26-35, 

45 percent 36-45, and 35 percent 46-55 years old. The remaining 5 

percent were 56 years old and above. In terms of gender, 59 percent of 

the respondents were female. Majority of the respondents had Masters’ 

coursework (63%), followed by Postgraduate Diploma or Graduate 

Certificate (21%), PhD or EdD (11%), Masters’ Research (5%), and 

Masters’ Honors (1%).

In terms of the nature of scholar’s employment, the majority 

of returning scholars represented government agencies and private 

organizations. The government offices included the education sector 

(47%), environment (12%), human resources and organizational 

development (9%), and social work (8%). A private organization 

represented the sector from trade and economics (7%). About 17 percent 

of the respondents did not indicate their affiliations. The government 

sector numbers are not surprising as this sector is prioritized because 

these grantees are tenured, are receiving salaries while on scholarship, 

and have institutions to return to. These factors make it more likely that 

their REAP programs will be implemented and potentially sustainable. 

Figure 1 shows that 24 percent of the respondents occupied technical 

positions in their respective organizations. Twenty-eight percent of the 

respondents had supervisory positions; 11 percent  managerial positions; 

25 percent in teaching profession (high school and college); and 11 

percent  had administrative functions.
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Legal Officer
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Supervisory
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Faculty-teaching
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Figure 1
Scholars’ position level in their organizations

Further characteristics of the surveyed scholars showed that they 
perceived themselves very highly successful (55.17 percent), highly 
successful (27.59 percent), and successful (17.34 percent). They perceived 
themselves as having commitment or passion, i.e. committing themselves 
to initiate change in their organization on a higher level of development, 
determined to accomplish whatever activities they initiated, and having 
the passion in getting things done despite challenges encountered. As 
successful scholars, they made appropriate adjustments which implies 
they have the capacity to be innovative. The results suggest they were 
adaptive to organizational change, could find alternative means to 
address organizational concerns, and were able to offer new perspectives 
on existing policies that needed improvement. And as an outcome of the 
said scholarship, they had established strong connections or linkages with 
other organizations and were able to touch lives through convergence 
effort with their team.



Southeastern Philippines Journal of Research and Development 11

Factors affecting Success of AA Scholars

Shown in Figure 2 is the percentage distribution of AA scholars who 

rated the extent to which the factors identified affected their level of 

success. All scholars agreed that their qualities had contributed to a great 

extent to their success. Still, a majority of them expressed that a scholar’s 

motivation, PAHRODF support, organization, assignment and support 

from superiors were factors that also facilitated their success to a great 

extent.
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Factors affecting AA Scholars’ Success
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Success Framework 

A scholar’s success Ys may be predicted by looking at some facilitating  (Fi) 

and hindering (Hi) factors as predictors, such that
     

  Ys=f(Fi,Hi)     (equation 1)

where;
Ys is the index of success
Fs   are the facilitating factors 
Hi  are the hindering factors

Given these, the framework assumed that,
     

 
    (equation 2)

where facilitating and hindering factors are expected to have positive and 

negative signs, respectively.

By multiple regression, the following final equation was generated:
              

(equation 3)

where I stands for organization; AS for assignment, SQ for scholar 

qualities, SM for scholar’s motivation, PS for PAHRODF Support,  and 

S for support from superior. (See  Table 1 for the results)
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Table 1. Regression results 
Factors Beta coefficient p-value

Organization (I) -.042 .567
Assignment (AS) .195 .039*
Scholar Qualities (SQ) .282 .082
Scholar’s motivation (SM) .055 .507
PAHRODF support (PS) .031 .683
Support from superior (S) -.056 .535

*significant @0.05

Based on the given data, the success of AA scholar can be represented 

by the following equation:

Yi = 4.849 − 0.042I + 0.195AS + 0.282SQ + 0.055SM + 0.031PS −0.056S   

      R2 = 0.22  (equation 4)

From the results, based on the signs of the beta coefficient, it 

turned out that assignment, scholar qualities, scholar motivation, and 

PAHRODF support are the facilitating factors, while Organization and 

Support from superior are the hindering factors of success although 

not statistically significant. Further, it is suggestive of the idea that AA 

scholars’ assignment (see Figure 3) is the only factor that can facilitate 

success. This finding corroborates with the results of Shaw et al. (2015) 

that position or job in the organization affects the level of success of 

returning scholars. It still has to be noted that to some degree, scholars’ 

qualities can also facilitate success, as supported by Ross (2014), who 

elaborated that personal qualities can contribute to the scholar’s success.
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PAHRODF Support
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Figure 3  
Success Framework 

The framework appears to be significant in which variation of 

the success of the AA scholars is accounted for by the different factors 

affecting success. In this result, the obtained R2 was 0.22, which means 

only 22 percent of this variation is being explained by the model, bearing 

in mind that the R2, the coefficient of determination, measures the 

percentage of variation in the dependent variable that is being explained 

by the variation in the independent variable. The remaining 88 percent 

of the outcome parameters assumed is unexplained by the model.  

According to Moksony (1990), Reisinger (1997) and Singleton (2002), 

low R2 for social science research is acceptable and especially when 

dealing with cross-sectional data. This suggests that the variance in the 

population being studied can strongly influence R2  magnitude. Thus, R2 

is not the same as goodness-of-fit and is a poor measure of it (Fonticella, 

2019; Barclay, 1991). 
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Notwithstanding the fact that high values of R2 are ideally better, in 

this study, the low R2 can still be useful to provide a framework for success, 

but maybe in low precision. In this investigation, there is an association 

between success and its associated factors, and using the equation, we 

can indeed predict one from the other. However, the accuracy of this 

prediction needs to be considered and thought of prudently when using 

it as a framework. As such, further validation of the model using new 

datasets may be done or may use confirmatory analysis of the findings 

using much larger sample before the regression equation would be 

recommended for use. Thus, reporting the findings of this study is still 

necessary and relevant since  great results typically start as ideas in small 

datasets.
 

Discussion

The Success Framework is designed to support the attainment goal 

of AA Scholars’ capacity building as a subset of the United Nation’s 

sustainable development goals and investing in the next generation of 

global leaders for sustainable development. Part of the sustainability 

effort is to ensure that these scholars receive the appropriate support so 

that learning gained is not wasted and eventually utilized in countries 

most in need of them. 

Institutional support is extremely important to returning scholars’ 

eventual success as they apply their new learning to their home 

institutions. From the framework, assignment (workload, designation, 

and rank) is a contributory factor in determining the success of returning 

scholars. The nature of work of  the scholars allows them to implement 

their planned projects. As several of the respondents confirmed that they 

had been supported by their institutions, it should be underscored that 

a scholar’s individual intentions and goals to effect change may only be 
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actualized when the needed support is provided. As the scholar brings 

in his or her advanced knowledge and skills into the workplace, the 

institution he or she is part of should step up and accommodate ideas 

and innovations brought on by the scholar - this if they want their human 

resource investment returned. Conversely, the lack of institutional and 

management support could be a hindering factor. Hence, success 

happens when a scholar is supported by the organization in terms of 

time, financial, and other resources.

Conclusion 

Based on the findings of the study, it can be said that AA scholars 

shall be successful if the organizations they work for have a clearly 

defined human resource development plan specifically related to 

recognizing employee outputs or contributions to the organization, in 

terms of promoting employees and providing opportunities for growth. 

Additionally, scholars shall be successful if organizations have a clear 

plan to implement or provide support for the implementation of the 

REAP, and if there is a management team (supervisors, especially) that 

ensures a workplace is “ready” for the scholar’s inputs.

Additional factors involve continuing support from PAHRODF, 

such as the provision of seed funds or grants to a scholar’s REAP and 

other projects, incentives for recipients of AA Alumni Innovation 

Excellence Awards, and provision of a venue for scholars to present 

their completed REAP and other accomplishments. This could aid 

in the attainment of the objective of PAHRODF, that is, to develop 

and enhance competencies related to human resource management 

and development, policy and planning, management and leadership, 

and financial administration, as well as organizational capacities and 

systems to support service delivery. These are critical help to the scholars 
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in implementing what they have planned for as contribution to the 

development of each of their organizations.   

The results of this study suggest further a more transparent and 

standardized approach in vetting qualified candidates. It qualifies that 

when selecting future AA scholars, PAHRODF has to prioritize those 

whose record in terms of leadership skills is exemplary. Whether these 

leadership skills could be demonstrated through their academic records, 

organizational work, or volunteerism in their respective communities, 

the scholar’s qualities should also shine throughout his/her professional 

track record or profile, when being considered or vetted to be granted 

the scholarship award. Hence, those who hold positions and have access 

to decision-making in their respective institutions could be prioritized 

in being granted the scholarship. Those with a solid leadership track 

record in their assignments are proposed to be prospective successful AA 

scholars. They are more likely to take the initiative (and risks), and more 

likely to utilize their leadership abilities in helping their institutions 

bring about change. As well, potential scholars who likely possess the 

desirable qualities of being committed and passionate, and having the 

ability to establish networks with other organizations, are considered to 

guarantee overall success of the scholars.
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