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Abstract

Career development theory haaditionallyfocused mainly on career decision
making and work belé@rs and patterns, rather than psychological reasons for working.
Blustein(2006)has stepped in to close this gap by providing a taxonomy of three core
psychological functions of work: work as a means of survival and power, social
connection, andelf-determination. Blustein proposes thdaactionsof work are
influenced by contextual variables such as access to resources and opportunities.

Although it is impossible to measure and define all circumstantial influences that
affect core work functions, isipossible to explore how contextual variapsesh as
age, gender, education, and personality tgffect objectives sought through work,
measured as career valuksthe current studysecondary datanalysis was conducted
on datacollected fromon-line participants who had completed the Career Values Scale
(CVS).Three principal components oncept ual |l y aligned to
functions of workwere extracted from the CVSelf-ExpressionExtrinsic Rewards
and Working with OthersA seriesof Analysis of Variance (ANOX) tests were
conducted othesecomponent scords test hypotheses about heverk objectives

were inflienced byhe contextual variables of age, gender, education, and personality

type



Age, gender, and education differenaesounted for a small, but significant
amount of the variande the career values component scoifferences in personality
type preferences accounted for a greater amount of the \aetine component
scoresemphasizing the need to look at perarharacteristics as well as contextual

variables whenansidering reasons for working.
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CHAPTER 1: INTRODUCTION TO THE STUDY

Work takes up a significant portiori our adult lives. Considerable effort has
been directed toward understanding career decision making and work behaviors and
patterns, yet many career development theories do not provide a comprehensive
explanation of reasons why people engage in work dra people hope to accomplish
by being involved in work (Blustein, 2006). There are various reasons why people work
and yet little integration and analysis of the relative importance of different reasons for
working, especially research linking reasonsworking to contextual variables such as
age, gender, education, or personality type.

Recently, David Blustein (2006) created a theoretical model tode@
pragmatic, socially justamework for understanding and studying the psychological
functions ofwork. By integrating multiple perspectives on work motivation from
vocational psychology, career counselling, and industrial/organizational psychology,
Blustein proposed a taxonomythree core psychological functions that work may
serve to fulfill. Thesdunctions includevork asa means for survival and powerork
asa means of social connection, amdrk asa means of selletermination. His
taxonomy provides a framework for understanding why people work and for exploring
how contextual variables mayif | uence peopleds reasons for

Donald Super (1995)Iso believedhat people seek to meet basic human needs
through involvement in workandsought tameasure what people want to accomplish
through involvement in work bytilizing theconstruciof careey or work,values In his
theory and researchareer valueare a construatperationally defined agoals or

objectives sought through engagement in wMkgnab, Bakker, & Fitzsimmons, 2005;



Super & Sverko, 1995Yhese goals or objectives arsased to represent an

i ndividual 6s attempt to meet his or her ps
Super & Sverko, 1995). Suges t heor y h abyMark ®avickasinabor at ed
postmodern career development theory known as Career Constructuny [2(©2)

The taxonomy of core work functions and the construct of career values were
developed at different times within different career development theories, yet both
theoretical concepts help theorists and practitioners understand why people work and
what is important for them to achieve through their involvement in work. Since career
values are measurable, they provide an indirect, yet concrete, way to research the core
functions of work proposed by Blustein.

Blustein (2006) emphasizes there is aavidnge of life circumstances that affect
reasons why people work. He believesstcareer development theory has not placed
sufficient emphasis on understanding how the lives of people in diverse situations may
influence which core work functions are oegtest importance. He notes that career
development theory has emphasized the role of work in the lives of the privileged, rather
than the realities of all workers, many of who are struggling for survival.

Although it is impossible to completely measunel @efine all circumstantial
influences that may affect core work functions, it is possible to explorgphsenal
andcontextual variables such as age, gender, education, and personality type affect
objectives sought through work, measured as careezs/adunalyzinghow objectives
sought from work differ across these variables will help build understanding of how the

circumstances of peopleds |ives link to th



Objective of the Study

In order to explore the influence of contextuatiables on career values,
secondary data analysis was conducted on a database of results collected from
participants who had completed the Career Values Scale (CVS). The CVS measure
three groups of career valu&elft-ExpressionExtrinsic RewardsandWorking with
Others. A series of Analysis of Variance (ANOVA) tests were conducted on these three
groups of CVS career valuesttst hypotheses abdubw the career values were
influenced by contextual varialseAge, gender, education, and personalipetwere
the independent variables in these analyses.

Importance of the Study

Career values are thought to be important considerations in career decision
making and development theory, yet there is little research linking how career values
might operate whin the theoretical frameworks of career development theory. At the
same time, career development theory has focused mainly on career deaking
and work behaviors and patterns, rather than psychological reasons for working.
Postmodern career devploent theorists seek to understand how individuals ascribe
meaning to their career pat{&avickas, 2002Young & Valach, 2004)These theorists
situatecareer decisiomaking and work behaviokgithin a broad, individualized
contextthat considers the infence ofpersonal characteristics, age, gendad
physical, cultural, and social environme(®avickas, 2002).

Exploring links between and possibly aligning the constructs of career values
and core work functions provides additional information tocothie theoretical

framework for understanding the meaning and importance of work. Finding



relationshipsbetween career values and contextual variables thought to influence
reasons for workinghay help build a better understanding of the core functiorts tha
work may fulfill. Understanding how age, gender, education, and personality type link

to career values will also provide useful information for career counselling and human

resources management.



CHAPTER 2: REVIEW OF RELEVANT LITERATURE

This chapter bags with a description of the theoretical frameworks used within
the study. Theoretical connections gmeviousresearch findings linking career values,
work functions, and contextual variables that may influence work involvement are then
described. Theontextual variables included in the discussion are age, gender,
education, and personality type.

Although there is considerable debate in the theoretical literature about the
distinctions between work and career, for the purposes of this study, thesevikine
used interchangeably to describe involvement in activities that genezabee. This
decision was made because the terms work values and career values are often used
interchangeably in the literature studied for the current research. To mpdeifecs
distinction between the tern@r the purpose of this study may creatafusionandbe
inconsistent with the ways these terms are used in the literature.

Theoretical Framework for the Study

This research has been conducted within the postmdtenretical perspective
of career construction. Postmodern career construction theorists propose career
development is an ongoing, fluid, process of making meaning from personal and social
context (Young & Valach, 2004). Yet, postmodern career developimanmtists also
acknowledge the existence and importance of identifying and finding outlets for
personal characteristics, a tenet of traditiarat and factortheory (Sawkas, 2002).
Because career construction theorists incorporate aspdg ahdfactortheory, the

next section of this chapter includes a description of both traditional and postmodern



career development theory. The chapter als
of Career Construction andncbhsust ei nds taxo
Traditional Career Development Theory

Modern career development theory started over a hundred years ago when Frank
Parsons, the founder of career development theory, asserted that wise choice of a
vocation required consideration of three factarsderstanding of personal attributes,
knowledge of work, and reasoning about the relationship betweemmselfork
(Brown, 2002). Parsa@dtheory is now described as the firstit and factortheory, an
approach that continues to dominate career denedaptheory a hundred years later
(Brown, 2002).

The underlying assumption of thait and factorapproach is that personal
characteristics influence and guide career choice. This idea still remains key to many
current theories of career development asing the past hundred years, many theorists
have discussed the importance of recognizing, describing, defining, and assessing
personal attributes such as personality, values, and interests (Patton & McMahon, 2006).
When these attributes are incorporatediata into the career planning process, people
can identify suitable careers to mesh with their personality and meet their needs, values,
and interests.

Trait and factortheorists assume that finding a good match between attributes
and work options reswtin a good career choice (Herr, Cramer, & Niles, 2004). In trait
and factor theories, personality, values, and interests have historically been
conceptualized as traits or attributes that are relatively stable across spafifand

career choice is se&s a static, point in time event (Patton & McMahon, 2006). These



early theories assumed that once one found a good match between self and work, the
typical course of events was staying in and building on a stable enduring career path.
Postmodern Career &elopment Theory

More recent career development theory acknowledges aeisionmaking is
not a singlepointin-time evenbecausendividuals are dynamic and engaged in
different roles and situations throughout their lives (Blustein, 1997). Littléuhur,
and Rousseau (2000) wuse the ter-lmealfboundary
changing, uncertain nature of career paths in our modern society. As well, theorists have
begun to place significantly more emphasis on the context of careeopiensit,
considering social, environmental, developmental, and cultural variables when
formulating career development theories (Collin & Young, 2000).

Super (1953, 1957, 1980, 1990) was one of the first theorists to assert that career
development is not dia. He developeavhat is now known as the IHgpan lifespace
theory of career development (Blustein, 199ife-s pan, i n Super ds theo
process of development and {gpace refers to the situational and societal roles
affecting an indiwdual. In his theory Super postulated that career development is a
complex, dynamic process involving changes inrires and focus across a lifetiras
people move in and out of life roles and seek to accomgiitdrent life and career
developmentalasks.

By placing careers into the context of the life cycle, Super took a broad, lifelong,
integrative approach to career developme@nie of the first theorists to espouse what is
now known as a constructivist lifsareer development approach, Super é&sge¢hat an

i ndi vi dual 6s career and | i fe decisions occ



situational contextsSuper, 1980Savickas, 2002). Now several career thés@spouse
the view that careatevelopment is dynamic and contextual (B@@05; Blustein, 2006;
Lent, Brown & Hag&ett, 2000; Young & Collin, 2004
Career Construction Theory

Mark Savickas (2002, 2005), a postmodern career development theorist, has
advanced Superodés theory to make Lit rel evan
changing society. His theory, known as Career Construction theory, incorporates
concepts frontrait and factortheory within a dynamic postmodernist perspective.
Savickas proposes individual trait differences are one of three important segments of
caree theory. He adds psychodynamic motivation and developmental tasks and
strategies athe othertwo key segments in career development. These additional
segmentadd an adaptive, meanuognstructingdynamic to career development theory.

Savickas (2002) caeptualizes a vocational personality composed of abilities,
needs, values, and interests. He proptssndividuals interpret information about
their characteristics to create a vocationalsetfcept that becomes relatively stable by
late adolescercThis stability helpsprovide ont i nui ty during a per s
However, he also proposes vocational preferences, which make up the vocational
personality, do change during the course of a lifetime as individuals adapt in response to
changing work andfe situations.

Savickas argues that the objective application of using personal traits to find a
job match needs to be augmented by a subjective personal experience of making
meaning from situations. This personal perspective helps people become mtabladap

and to uncover | ife themes and find purpos



places significant emphasis on adapting to the environment and being actively engaged
i n the process of creating onedscussthe eer . A
role of career values in this process, a-asffessment of objectives geeks from
involvement in workwould likely help an individual become engaged in the process of
creating a meaningful career.
Bl usteinbés core work functions

Blustein 006) places himself within a broad, multidisciplinary, integrated
theoretical perspective thigtconsistentvith the constructivist notion that work is a
complex social phenomenon influenced by many contextual factors. Interested in social
justice, Blusgin notes how the current definition of career as a thoughtful selection and
planned sequence of work choices is relevant to only a pmalegedportion of our
society. His goal is to create a more inclusive conceptual framework for understanding
the functionsof work in the lives of all people. Toward this end, Blustein proposed three
core functions that workhayserve to fulfill.
Work as a means of survival and power

The first function of work i ofsuvivalst ei no
andpower. This function emphasizes the importance of work as a means to provide the
goods and services essential for survival, economic, and social status. Historically, in the
early 20" century survival and power were key themes in the vocational litexatsr
extrinsic rewards, primarily money, were seen as the main source of employee
motivation (Latham & Ernst 2006). This belief was based omptimeiplesof
behaviorismassuminghatextrinsic rewards act in a reinforcing way on behavior

(Lepper, Henddong, & Gingras 1999). Humanistic theories of the psychological
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functions of wor k, such as Masl owds (1954)
of human energy and action is initially directed toward satisfying the basic survival
needs of food, shigr, and safety.

The importance of the relationship between work and extrinsic rewards has
received theoretical and empirical support within the EfRetvard Imbalance Model
(ERI) developed by Johannes Siegrist (2005). Based within the field of medical
sociology and focusing on health consequences, the ERI model proposes that an
imbalance between (high) efforts and (low) rewards at work leads to decreased job
satisfaction, worker strain, and poor heaBlegrist proposes that work role serves to
fulfill basic seHregulatory needs including sedfficacy, selfesteem, and self
integration. Using the concept of social reciprocity, ERI proposes that a worker expects
and sets goals to obtain rewards from his or her investment of effort. In this model,
rewards are conceptualized as money, esteem, and security.

Severakesearchers have shown that workers value financial rewards. For
younger workersBennett, Stadt, and Karmos (1997) found male and female college
students both reported economic security as tbpiwork valueDuffy and Sedlacek
(2007a), when exploring the career values of first year college students, found high
anticipated earnings ranked as the second most reported career value with 20% of
students ranking this as importatnisalo (2004) xplored work values in adolescents
aged 1516 years of age at three different time periods: 1977, 1989, and 1995. Extrinsic
values, defined as secure employment, good wages, good work environment, and
possibilities for advancement, were found to be thetnmoportant values in all three

sampling time periods.
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Older workers also have been found to value financial rewards. In a survey by
the American Association for Retired Persons, participants identified a broad number of
reasons for workin@rown, 2003) However, when asked to choose only one reason,
the need for money was cited more than any other f&toughamandWalsh (2005)
found, for older workers, financial goals were frequently chosen as best achieved
through employment.

Blustein (2006) assertkere is a gap in postmodern career development theory
as most theory currently places very little emphasis on the importance of work as a
means to meet basic survival and power needs. He criticizes current career development
theory apredominantlyrefleding the lives of those who have the luxury of focusing on
career choices and séiflfillment. As a result, the theoitgnds toexcludethosefor
whomwork is primarily a means of survival.

Work as a means of social connection

The second function ofwoikn Bl ust ei nés taxonomy i s
social connection. This function emphasizes the importance of work as a means to
interact with others, form relationships, provide social support, and build social bonds.
Work as a form of social connection almables people to be connected to the broader
cultural, economic, and political systems of their society. Blustein notes the social
aspects of work are diverse and complex and that the literature in this important area is
in an exploratory stage.

There isevidence to support the importance of work as a means of social
connectiorfor people of all agesHagstromandKjellberg (2007) found young people

rated fisoci al rngportant af xrwerk valaeentinger Adarosand |
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Jacobsorf2005) found a negative relationship between social reasons for working and
attitudes toward retirement. These researchers hypottelsaeolder workers may
recognize withdrawal from the workplace as being linked to a significant loss of social
interaction.In a recent survey of reasons for working, retirees who worked for pay after
retirement listed professional contacts (56%) and social contacts (68%) as reasons for
working. (Moen, Erickson& Agarwal,2000.

BroughamandWalsh (2005) explored the types of gdad¢st attainable through
either retirement or continued employment and found participants reported goals such as
social life and positive social qualities were best attained through employwtoret.
than half of the participants in the American AssociatarRetired Persons study rated
Al ets you interact with peopledo 2083.a very
Work as a means of selétermination

The third function of work in BJ{ustein
determination. As pimosed by Maslow (1954) in his hierarchy of human needs, this
function of work emphasizes the role of work in finding -seffualization and
fulfillment. Blustein asserts that this work function has been the central focus of career
development theories t@te as theorists and researchers have focused on the process of
how people can find meaningful and satisfying careers to suit their personal
characteristics and situational needs. Recently in the area of work motivation theory,
models based on these psyidyical needs for selletermination have grown in
popularity (Latham & Pinder, 2005).

Blustein adopts the concepts of Sédétermination Theory (SDT) proposed by

Deci and Ryan (2000) for describing this third work function. These theorists propose
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that p@ple are intrinsically motivated to learn and develop and seek to fulfill three
innate psychological needs of autonomy, competence, and relatedness. Deci and Ryan
(2000) define autonomy as a desire to-seffanize behaviors. Competenselefined as
a dege to have an effect on the environment and attain valued outcomes,feord it
relatedness is defines a need to be connected to and cared for by ofbecsand
Ryan assert workers will set goals and objectives that help them meet these three basic
needs(Bard, Deci, &Ryan, 2004; Deci, Koestner, Ryan, 1999; Gagne & Deci, 2005).
There is support for the importance of work as a source eflsgdfmination.
Bennett, Stadt, and Karmos (1997) found male and female college students reported
achievemenand ability utilization as two of their three top valulesa followup study
of high school student&irkpatrick-Johnson (200Zpund intrinsic values were rated
higherthan security goals. In this study the definition of intrinsic values was broad and
included diverse aspects such as having interesting work, opportunities to learn new
things, seeing results of efforts, being creative, and using best skills and abilities.
Evidencealsoindicates tder workers seek personal meaning and purpose in
work (Swveet, 2000; Noonan, 2005; M&arak, 1995)In a study investigating the
career values of working adulBennett (1999) found the importance of the value
Aintellectually sti mul a SdhelaniergwWarsotteammds i t i v el
Ram (2005found 19%of Canadians who worked after retirement cited intrinsic
rewards, such as challenging tasks and a sense of purpose, as their reason for returning
to work.
Westaby, Versenyi, and Hausmann (2005) studied adults, mostly in their 50s,

who intended to w after being diagnosed with a terminal iliness. For these adults,
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intrinsic reasons, such as interest in and enjoyment of work, were more frequently given

as reasons for working than extrinsic reasons such as money, benefits or danuses.
BroughamandWa |l shés (2005) exploration of goal s
or continued employmenthe researchers found participants reported goals such as
achievement and intellect were best attained through employment for older workers.
Researchers condiireg a study on working in retirement found new experiences and

learning new skills were rated by more than half of this group as very or somewhat
important (Brown, 2003).

Overall, Bl usteinds conceptualortedati on o
by the research literature on career values. Career values praoderatevay of
assessingow people ratéhe importance of economic, social, and-sieifermination
aspects of work. In this way, career values canigeoa practical way to evaluate
theoresof why people worlby assessing/hat people report they wish to achieve
through their involvement in work.

Defining and Measuring Career Values
Introduction

Theoretical formulations about human values have emerged in many disciplines.
Most career devefament theorists have built on the theories of Maslow and Rokeach
when conceptualizing and defining career values. Maslow (1954) used the terms needs
and values interchangeably and proposed that humans had innate security, social,
ego/power, and seHctuaization needs. Rokeach (1973) separated the concepts of
needs and values. In his modeeds were biological and values were the cognitive

representation and transformation of biological needs. He defined values as enduring,
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relatively stable beliefs lirdd to modes of conduct or outcomes. Even though he
defined values as stable, Rokeach did proplustyalues changed somewhat over time
and that values were influenced by societal demands. He also explored the idea that
values were important indicators\afcational roles and choices.

Values related to worlcalled career values alternatively referred to as work
or job values, are often mentioned as important considerations in theories of career
planning (Brown, 2002; Feldman, 2002; Herr, Cramer, & $\iBO04) Most career
development theorists describe career values as a subset of more global life or personal
value systems (Patton, 2000).a summary of seventeen major camevelopment
theories, Patton anldcMahon (2006) note that fourteen of théiseories acknowledge
the role of values. Because career values are mentioned in many diverse theories, there
are several definitions and ways to conceptualize them as weHdmaginterpretations
of how values may contribute to career developmartaree development theory
career values relate to and influence many other asplecareer development including
interests, attitudes, goals, beliefs, ethics, standards, and deuiskamg criteria (Dose,
1997).

Brown (2002), buding on the findings of Suer andSverko (1995) considers
work values as the cornerstone for his valoased theory of career development.
Brownds theory |l ooks at cultural ,and I|i fe
cultural and work roles act together as the primaryabées influencing occupational
choice, work satisfaction, and success. Brown forwards a number of propositions about
the role of values in career development. He believes, in our individualistic culture,

well-defined and prioritized work values are the mogportant influences in career
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choice.He states thawork values can only operate in this manner when there are
occupational choices available to satisfy the work values and sufficient financial
resources available to implement choices. He further gespthat a lack of emphasis in

an individual 06sssdssmerk o strengthscandaveakressds fesults in
difficulty processing career choices. As a result there will be a mismatch between values
and work leading to lower job satisfaction andslesccess.

Even though the construct of career values is incorporated into most career
development theory, interests receive far more attention than values in career planning
theory (Brown & Crace, 1996). These authors believe the lack of focus on caltees v
in career development theory is an oversight and argue that choosing work aligning to
high priority values will result in greater work satisfaction. In support of this assertion,
in a study of work values of first year college students, Duffy anth&ekl(2003)
found 47% of participants reported they were seeking work aligned to their values
compared to 29%ho reportedhey were looking for work that matched their interests.
Despite theséheoretical statemengnd findings, little emphasis has bgdaced on
studying the role of values in career development theory.

Traditionally it has been assumed that career values, representing the objectives
sought by engagement in work, are relatively stable across tispdife(Dose, 1997;
Feldman, 2002; Pin & McMahon, 2006)Even though postmodern career
development theory has expanded to consider the influence of lifelong development and
changing life tasks and roles, there has been little theoretinalderatiorabout how
reasons for workingreaffeaded bychanging life situationg?ostmodern career

development theorisesmphasize the importance of life context and the realities of
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changing career paths and life circumstanitas.not clear if the concept of relatively
stable career values fits inloese new theoreticdevelopmentaberspectives
Super6s Definition of Work Valu

The term Avaluesod can be defined in man
definition of valuesSuper (1973) was one of the first and most prominent career
theorists to focusn work values. He proposed distinctions between the psychological
constructs of needs, i nt, avorlevaltiesgre natthdught al ue s
to be directly observable. Rather, work values are a consfacationally defined as
goals orobjectives sought through engagement in wMkdnab.et al, 2005; Super,
1973; Super & Sverko, 1995areervalues e pr esent an individual 0
his or her psychological or physical needs (Dose, 1997; Super, 1995).

For exampleSuper proposeafineed to helpbecomes expressed as the work
value of altrui sm. I n Superds model, inter
and reflect activities a person can undketo satisfy a need. For the altruism example,
an interest in social wkror teaching may arise from the value of altruism (Super,
1995). Super argues that values are more fundamental than interests for career guidance,
since values provide a sense of purpose. Interests, in his view, are secondary to and
develop from values.

Super put considerable effort into the process of defining and researching work
values and conceptualizing how to link work into the context of other life and cultural
roles. However, he did not discuss in detail the static or dynamic nature of values. He
did comment that career values might change somewhat with age and experience

(Super, 1995). He also commented that women tended to favor some values, such as
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human relationships, more than men and other values, such as authority, less than men.
He was cautius in these statements and noted research on age and gender questions had
only been conducted on limited samples.
Measuring Career Values

There are four main strategies for measuring values: rating scalegpsetf
pair-comparisons, and an individuedid grid system (Zytowski, 1994). Of these four
strategies, rating scales are by far the most common and provide the most useful data
(Nevill & Kruse, 1996). The Work Values Inventory, developed by Donald Super in
1970 was the first rating tool develop@dmeasure work values (Zytowski, 1994).
Fifteen work values werassessenh this measure including altruism, esthetics,
creativity, intellectual stimulation, independence, achievement, prestige, management,
economic returns, security, surroundings, sugery relations, associates, variety, and
way of life.

Subsequently, an international research
across a number of countries was conducted (Super & Sverko, Té@5)bjectives of
the study were to examine work in thentext of other life roles and to develop
instruments to measure work values and assess the importance of life roles (Super &
Sverko, 1995)This study, called the Work Importance Study, used a refined version of
the Work Values Inventory, published by Supad Nevillin 1986,that wassimply
called the Values ScalPefinitions of scales and construction of items for this new
inventory were conducted by international teams of vocational psycholdgists.
Values Scale identified 21 values of which 18 weseimon across the countries

surveyed. The 18 values common across the countries studied were ability utilization,
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achievement, advancement, aesthetics, altruism, authority, autonomy, creativity,
economics, lifestyle, personal development, physical acividrestige, risk, social
interactions, social relations, variety, and working conditions.

Other values scales have included as few as 10 and as many as 30 career values
(Zytowski, 1994). Each scale has its own purpose and theoretical underpinnings. For
example, the Minnesota Importance Questionnaire focuses on measuring worker
satisfaction, the Life Values Inventory is designed to help clients crystallize and
prioritize their values, while the Salience Inventory measures patrticipation in values
attached twarious life roles (Brown, 2007).

MacnabandFitzsimmons (1987) compared three work values inventories, the
Minnesota Importance Questionnaire, the Work Values Inventory, and the Work Aspect
Preference Scale, with the Canadian version of the Values Stesegeveloped for
use in the Work Importance Study. They found, through confirmatory factor analysis,
that these instruments measured very similar constructs. Subsequently, they revised their
earlier valus scale developed for the Work Importance Studyg an instrument called
the Career Values Scale (CVS) (Macnetbal, 2005).The CVS measures ten career
values:Service Orientation, Teamwork, Influence, Creativity, Independence,
Excitement, Career Development, Financial Rewards, Prestige, and Sé&xatidtyrom
the CVS was used in the current study and the instrumeeasdsided in more detail in
the Methodschapter

Factor Analysis o6 u p e/aluies Scale and the Career Values Scale

The underlying factor structure of career values inventoriesders éxplored.

S u p e/alies Scale and the Career Values Skalee both undergone factor analysis.
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Sverko, using data from several countries as part of the Work Importance Study,
conducted grinciple components analysisf Super 6s Val wel®, Scal e |
1995)

Sverkoidentified five componentsommon to most countries. The first
componentvas labeled utilitarian orientation, composed of extrinsic economic and
material values. The secondmponentvas an orientation toward selttualization,
compogd of innefroriented goals linked to selfevelopment. The thirdomponentvas
an individualistic orientation composed of goals linked to personal autonomy or
independence. The fordtomponentvas social orientation, composed of goals linked to
social inteactions and relationships. The firmmponentvas adventurous orientation,
linked to risk and challenge.

Exploratoryprincipal components analysising CVS results from the
normative sample identified three components, which theléesioperdabeledSelt
Expression, Extrinsic Rewards, and Working with Otlistacnab et al, 2005). The
career values included the Working with Otherssomponenbdf the CVS weréervice
Orientation Influence, and Teamwork. The career values includédeelf
Expresgon componenbdf the CVS were Independence, Creativity, Career development,
and Excitement. The career values includeth@Extrinsic Rewardsomponenbdf the
CVS were Prestige, Financial Rewards, and Security.

These three categories of career valugmab three core functions of work
proposed by Blustein (2006); working as a means ofdsttfrmination aligns to seeking
intrinsic values, othose labeled as Sdfxpression in the CVS, working as a meahs

survival and power aligns to seeking extringalues, or those labeled Extrinsic
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Rewards in the CVS, and working as a means of social connection aligns to seeking
social values, or those labeled as Working with Others in the CVS.
Contextual Variables Influencing Career Values

Although several careelevelopment theorists discuss the importance of
influences such as age, gender, education, and personality type on work involvement, it
IS not explicit in the theoretical literature how these contextual variables influence career
values or affect the rafive importance of the three core functions of work. This section
contains a discussion of each of thizse variables as well as hypotheses regarding the
influence each variable may have on career values.

Age

Adultsin North America are living longery@a healthier, and are more active than
in the past (Rosenkoetter & Garris, 2001); the number of older adults working has
increased in recent years (Clark & Quinn, 2002). A survey of 2,000 older workers
conducted by the American Association of Retired Rex$ound 70% planned to
continue to work into their retirement years or never retire (Brown, 2003). Almost half
of the participants in this survey saw themselves continuing to work into their 70s or
later. In data collected by Statistics Canada, RamaNguyen 002 found that only
51%of men and0% of women described themselves as retired by age uey

At the same time, there have been changes in economic policies supporting older
workers who decide to continue to work. In Canada, retirementdégislis primarily a
provincial or territorial responsibilitgnd manyprovinces and all territories currently

prohibit setting ok mandatory retirement age. 1986 mandatory retirement was
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abolished for Canadians employed in the federal services (Ine&R2€94. More than
ever before, older workers are entitled to, and are continuing to, work later in life.
Careers evolve over time, partially in response to career and life stages and aging
alters the way individuals perceive themselves and define sugeglsman, 2002).
What is not clear is if workers of different ages have different objectives they seek to
obtain through involvement in work. Age differences in the objectives sought through
work have implications for career development theory as wathplcations for career
counseling and human resources management practices. Since both psychological
development and career development theorists prapasehanging circumstances and
roles across the lifspanmay influence objectives sought througbriy both
psychological and career development theories will be discussed in the following
sections.
Life-span psychological development theories
A number of lifespan development theorists propose that adults move through a
series of developmental segcharacterized by changing life tasksikszentmihalyi,
1993;Erikson, 1980Neugarterand Neugartenl99§. These theorists assert different
life roles and developmental tasks are important at different times during the life course.
An early contribubr to the theory of adult development was Erik Erikson (1980).
Erikson proposed a stage theory of development in which individuals maneuver through
and resolve challenges or undertake tasks during the course of gpalifteA healthy
personality grows ttoughout life in a specific, hierarchical sequence as an individual
adapts to the challenges of life. Erikson (1980) proposed eight stages of psychosocial

development from his clinical observations and insights. These stages included a stage
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of adolescentlevelopment and three stages of adult development. Direct implications
for career development are evident in two
challenge of identity for youth and the challenge of generativity in midlife.

Youth (1219) are ballenged to meet the developmental crisis of identity vs.
role confusion and begin to choose an educational focus and occupational identity. This
stage, in career terms, would involve sedSessment, recognition of strengths, interests,
and the initial boosing of career goals. Adults in midlife are challenged to resolve the
crisis ofgenerativity vs. stagnation. Generativity is a sense of productivity resulting
from making a contribution to society and guiding future generatioritis midlife
stage, dults must focus outside of themselves to care for others. Usually this can occur
through caring for children, although for some, mentoring or helping any member of the
next generation might accomplish successful resolution of this crisis.

Er i k s o rpbogerem@tivity Bas since been adapted by a number of other
adult developmental theorists (Lachman, 2001; McAdams, de St. Aubin, & Logan,
1993). Bernice Neugarten (1996), who focuses hespfn development research on
older adults, believes a majogvcelopmental task of older adults is to create and nurture
social heirs. She sees midlife and beyond as a chance to create a bridge between
generations to pass on knowledge and skills for the future.

This concept of A waldbempohaetitooldedadwdtd i gns t
in a manner similar to generativity. Csikszentmihalyi (1993) asserts development later in
life results in a shift in focus; during development older adults move outside of a
personal perspective and commit to goals and actiouKingsin the betterment of

society as a whole. In these models, nurturing social heirs and bettering society would



24

be prime values for work later in life and are thought to be less relevant to younger
adults.Each of the life stages proposed by Eriksod atiner theorists are thought to be
associated with unique clhethges and developmental tasks.

Alternatively, Jung (1976) theorized that midlife and beyond is a time for
internal development and opportunities to strive for personal growth. He describes
young adulthood as a time when individuals must focus on adapting to their
circumstances, fulfilling social roles, and making a living. During this period individuals
must accommodate and adapt to the environment in order to experiences success in their
socidal roles. Only later in life, he theorized, do individuals have opportunities to reflect
and focus on internal development and personal gradiiether midlife is a time for
nurturing other or for furthering the development of selfyould seem to follev that
thecore functions of work and the associated career goals and objectives, as measured
by career valuesyill reflectthe developmental context
Research on adult development and career values

There is some research evidence linking adult develog@indeory to career
values and core work functions in the workplace. For example, independence is seen as
an i mportant developmental taskardfdor young
Sedlacek (2008, in their study of career values, found intrinsic was$, composed of
intrinsic interest and independence, was the highest career value selected by first year
college students. There is also evidence that independence is important to older workers.
Bennett (1999), in a study measuring career values of wpddnlts, found the
i mportance of the valuesoafdhipesimmndg soweod K i

met hodso wer e p o sBroughamantlWalsh (20D5) dlse wund addera g e .
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workers reported that seléliance was best attained through employtménese

researchers show independence is important to workers of different age groups; a
finding that fits with the idea that independence is an important, early life task or career
objective.

Research evidence supports the importance of generatiatyrdtfe.

Schellenberg, Turcotte, and Ram (2005) found 14% of Canadians who worked after
retirement cited being needed or wanting to help out as their reason for working.

Brougham & Walsh (2005) found that, for older workers, the goal of teaching and

helping others was best attained through employnMate than half of the participants

i n the American Association for Retared Pe
very important reasofor working (Brown, 2003). These studies indicate that hglis

an important value for older workers. However, the researchers conducting these studies
did not compare younger and older workers and they did not look at the relative
importance of generativity at different times in the life cycle.

McAdams, de St#Aubin, and Logan (1993) investigated the importance of
generativity to young, midlife, and older workers using four different measures of
generativity. These researchers found that, when compared to younger and older
workers, midlife workers scored higheverall on measures of generativity. On two of
the four measures, mide and older workers had similar scores. Younger workers
scored lower than midlife or older workers on all of the generativity measures.

A study of generativity by Zucker, Sogrove éigwart (2002) included three
age groups. These researchers found women in their 20s rated the importance of

generativity significantly lower than women in their 40s or 60s. The generativity ratings
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were not significantly different between the two groapsromen in midlife and later
life. In a study measuring career values of working adBéanett (1999jound the
I mportance of the value of fAmaking a soci a
Life-span career development theories

Career onstuction theorists would also assert that changes in personal
circumstances and-assessment of the meaning and importance of career objectives
would occur as adults move through their §fean. Donald Super was one of the first
career development theosdb link vocational behavior to broader life changes
occurring across the life spa@uper, 1980Blustein, 1997). Super broadened the
perspective of career development by asserting that career development continued to
occur throughout the life span. Supe def i ned a career as At he
and occupations that a person occupies and pursues during the course of a life of
preparing to work, working, and retiring f

Super proposed a number of life stages and transitbetween stages. These
stages included exploration, establishment, maintenance, and disengagement. Unlike the
age developmental stages of Erikson, Super did not see these career devealtzgesnt
as linear and additiv&Vithin each stage, individualsay go through what he termed
Aminicycleso of work and poeaxanple 8lperc hanges
theorizedthatcareer exploration may occur in any life stage and was especially likely to
occur as an individual enteratto a new life stageSuper, 1992 Blustein,1997).
Individuals move between stages in response to a number of events and situations,

which can include personal as well as broader sociological factors. Savickas, in career
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construction theory, has renamed the maintenance stagenag@ement to emphasize
the dynamic and adaptive nature of caresebtigpment.

Super(1980, 1990was one of the first to challenge statait and factor
theories by placing career development theory in a developmental context. He
acknowledged the importae of multiple and changing life roles and theorized their
influence on career involvement and satisfaction. He recognized that finding and
maintaining career satisfaction was not only a task of young adulthood and he
hypothesized stages and cycles okeaidevelopment. In his modstages were
influenced by social and economic changaetwaere seen to be socially and
psychologically rather than biologidly determined (Blustein, 1997).

Super used a fAcar eer arkardeelopmedverthe wo t o s
life span Hedepicted asemicircle figure starting at birth and continuing past eighty
years. He then added career stages of growth, explorastablishment, maintenance
anddisengagement on to the figurediogn the career stages the brader life stages of
childhood, adolescence, adulthood, middle adulthood and old age.

During the exploratory career stage (age22J Super believed youth explore
and test out a number of vocational options. Individuals find out more about themselves
and te world of work and begin to tentatively establish themselves in a certain type of
work. They often begin educational or training programs to develop skills. In this stage,
individuals begin to develop a vocational identity. Super used the terms crgsia]
specification, and implementation to summarize the tasks of this stage. Crystallization
refers to making a vocational goal, specification to selecting a career, and

implementation to training and beginning work in the desired area.
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During the estialishment stage (age -24) individuals gain skills and expertise
in a particular field. They learn to adapt within an organization and perform their work
competently. After establishment, Super proposes a maintenance stage-§&yje 45
when individuals cotinue to be productive in work. The last stage, disengagement (over
age 65) is a time for making and implementing a retirement platil.recently, in
career development theory, later life has been seen as a time for leaving work and
engaging in otherfie roles (Savickas, 2002).

As the nature of work changes from engagement in-leng jobs to increasing
chaos and freqent career change, career theorists needidress the reality that people
will be assessing and modifying their career involvemerdrsé times over the course
of their lives (Littleton, Arthurand Rousseau, 2000). As theorists change their
assumptions about ttstability and consistency of work life and recognize flb&ible
andchanging ol e of wo livés,theymayatseeed t@ rétisink their
assumptions about career valuBse objectives sought through involvement in work
may be dynamic across the life span.

Research on career development and career values

To dateresearchers have focused mainly on the career valyesithf. Several
researchers looked at the career values of high school or undergraduate students at a
single point in time (Duff & Sedlacek2007a Moore, 2006; Robinson & Betz, 2008,
Rottinghaus Zytowski, 2006). Other researchers have taken a longatdpproach in
an attempt to explore differences in career values in youth over time (Benhalett
1997; Dufly & Sedlacek, 2007B; Kirkpatricdkohnson, 200XKirkpatrick-Johnson 2002;

Madill, Montgomerie, Stewin, Fitzsimmons, Tovel, Armo&rCiccocioppo 2000;
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Rowe & Snizek, 1995; van der Velde, Fé&ijEmmerik, 1998). Followp time on these
studies is as short as three years, but some researchers have collecteapfolatay
over a tenyear period. Fewer researchers have explored generational differien
career values (Lyons, Duxbu& Higgins, 2005; Murphy, 2001

It is generally thought that youth, with little practical knowledge of the realities
of work, tend to place inflated importance on a number of career values. This is
supported by resultsdm several longitudinal studies, in which researchers found the
number of respondents rating a valwue as fiv
lower mean values on kees scales across age groups é@xampleKirkpatrick-

Johnson, 2001; Madilet al, 2000).

This finding is not unanimous, however, as other researchers have found various
patterns in specific caregalues over time. Kirkpatricdohnson (2002) reported a
decrease in the importance of extrinsic values over time and a smaller decrease in
altruistic and social values. Howevergesioted a small upward change otrere in the
values of security and influence and no change in intrinsic values. Duffy & Sedlacek
(2007b) also noted a decrease in extrinsic values over time but they reporieceasd
in the importance of intrinsic values. In these stydiekies inventories were created
for the surveys by each researcher, so it is difficult to compare results.

Rokeach (1973) conceptualized values as dynamic and proposedltieest
developover the lifespan. Rokeach specifically distinguished values from traits because
he believed values could change and develop as a result of changing social conditions.
He used a ranking system to identify the importance of a number of broad values across

the life span. In his research he described several development patterns for the values he
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studied. For example, the values of accomplishment, wisdom, and responsibility had
lower scores in early adolescence, increased during later adolescence, and began to
gradually decrease after the college years. Creativity was highest during the college
years and relatively unimportant in the other age groups. Security was equally valued in
all age groups with the exception of late adolescence and college. Helpfulnessl sh
gradual increase with age. Independence showed an undulating pattern, showing peaks
in adolescent, midlife, and then in later life with periods of less importance reported in
between. His study was not specifically looking at career values, méstptovide

some early evidence that values may be dynamic rather than stable.

Two more recent researchers looking at generational differences in work values
found contradictory results. In a study of ten values measured by the Schwartz Value
Survey (SV$, Lyons,et al.(2005) found Generation X research participants (born
between 1967 and 1979) rated achievement, hedonism, and stimulation higher than
Baby Boomepatrticipants. Baby Boomers rated security, benevolence, universalism,
conformity, and tradion higher than Generation X participants. In contrast, in a study
oftwentyone career val ues uMurphydg20@topndtheds Val ue s
values of ability utilization, achievement, advancement, economic rewards, social
interactions, social relatns, working conditions, physical prowess, and economic
security all showed significantly less importance with age. The only value to be rated
most highly by older workers was altruism. Both studies sampled employed
professionals. Possibly the contradigtéindings reflect the different measures used.

The Schwartz Value Survey is a more gl obal

Value Scale is specifically linked to work values.
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In a recent study of older workers, DelLamgdAssociates (2006) found reas
for working changed between the ages of 55 and 70. They classified financial reasons
for working into a number of different categories that included needing income to live
on, wanting income to maintain lifestyle, and needing to build additionalmetne
savings. As age increased, the percentage of respondents citing each of these financial
reasons for working decreased. As workers aged, and the financial reasons became less
important, as intrinsic reasons such as wanting to stay active and endziggd,
meaningful work, and social interaction became more important.

Loscocco and Kalleberg (1988), studying a group of American men, found
employees in their 40s valued social interactions slightly more than those in their 20s or
30s. In contrasKirkpatrick-Johnson (2002) found social values, defined as making
contact with people and making friends, decreased over a tyeargeriod after high
school. These researchers hypothesize the changes in social values are related to
maturation and a lesseninfjeer pressure. This aligns with the career construction
theory proposition of career maturation.

A few researchers have explored the relationship between age and the
importance of extrinsic career values. Most of these studies are at least 20 years old.
Taylor and Thompson (1976) found money was less important to older than younger
workers and Brenner (1988) found older managers place less importance on extrinsic
values. Kalleberg and Loscocco (1982) also found financial rewards were valued more
by youngpr than older workers. Loscocco and Kalleberg (1988), studying a group of
American men, found no age difference in the importance of good pay. However, these

researchers did find older employees placed less importance on opportunities for
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promotion. In a nore recent study, KirkpatrieBohnson (2002) found extrinsic rewards
all showed a downward trend for participawtso werestudied in high school artien
followed-up twelve years later.

Overall, there is little agreement in how career values are infidemg age.
However, there are two fairly consistent research findings. One is that young people
tend to inflate the importance of career values, a finding that aligns to the idea in adult
development and career construction theories that youth are riglatee about the
world of work and are likely to have idealistic expectations of work outcomes. The other
consistent finding is that generativity and social aspects of work are important to
workers in midlife and beyond, which aligns to the developmdémealries emphasizing
the importance of making a social contribution later in {tfeerall, the literature tends
to support the following hypotheses about age and career values.

Hypotheses regarding age and career values
1. Theself-determination function ofvork: Youth (ages 1%20) will score higher
than other age groups the SelfExpression component tiie CVS.
2. Thesurvival and power function of work: Youth (ages26) will score higher

than other age groups on tagtrinsic Rewardgsomponenbf the C\S.

3. Thesocial function of work: Youth (ages 120) will score highethan other age
groupson theWorking with Others component tife CVS Workersin mid-life

(age 41+)ynd older will score higher than workers in their 20s and 30s on the

Working with Otlers component of the CVS.

Gender
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Historically, much of the career and adult development theory has been based on
research with men, evéhough the majority of women are now employed (Betz, 2005).
There is little clear information to help determine if &woav the career values of men
and women may differ. As women engage more fully in the work role it is important to
understand what career values are important to them and to explore if the career values
they express are different from those expressed by men

Dynamic theories of car €18090)life-sgpanel op ment ,
model, place career development in a social and societal context. Career Construction
Theory also emphasizes the importance of life roles, social context, and societal norms
and eyectations in the creation of vocational identity (Savick@82. Many social
roles are linked to gender and it seems likely that gender, socialization, and role
expectations will influence the objectives people seek to achieve through work.

Gender wasne of the first contextual areas to be explored in vocational
psychology and research has demonstrated gender differences in career aspirations and
career behavior@8lustein & Fourard, 2008 here is considerable evidence
demonstrating that gender roledd heterogeneity to the nature and effects of work
involvement (Moen, Kim, & Hofmeister, 200Blustein (2006) emphasizes the
predominance of sexism in both the workplace and in theories of career development.
He summarizes several studies demonstratiagvomen face multiple barriers in the
workplace including lack of opportunities and complex choices between work and
family roles. Although Blustein does not directly discuss gender differences in core
work functions he does emphasize the importaneeodk as a source of income and

independence for women.
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Coogan and Chen (2007) identify three broad kwofdsarriers influencing
w 0 me caeer development. The first kind of barrier is early genalerstereotypes
and role expectations sending the mgedhat career pursuits are secondary to
nurturing roles and responsibilities for women. The seconddibarrieris external
obstacls such adack of employment opportunitiediscrimination and sexual
harassment. The third kind of baris family responsibilities. They summarize research
i n these three areas and conclude womenos
increased employment interruptions and decreased opportunities for advancement.
There have been a number of theories proposed taiexggnder differences in
life and career development. Social learning theory has often been applied to explore
differences in gender socialization and identity development {Rosgon, 1999)Price
(2002) asserts women often have different work pat@ndsare influenced by different
gender role expectations than mé&heoristsfocusing on sex roles assert females are
socializel more toward altruistic values than mal@®owe & Snizek, 1995). Brown
(2002), in hisvaluesbased career development theatgo proposes women will favor
social values and will be focused on group concerns more than individual concerns.
Opportunity structure theories have also been utilized to explore differences in
career development patterns between men and wokngnstandQuintero (2001)
assert career development is best studied in a framework of opportunity history or, in
ot her words, through exploring petedrer ns an
Workerswith a limited history of opportunities may work for diféert reasons and have
fewer choices about what they do and when they do it than other workers who have a

history of opportunities.
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Gender differences in occupational status can also compound the influence of
opportunity structure. Dietz, Carrozza, and Retgli2003) describe work in terms of
core/peripheral and primary/secondary labor markets and hypothesize that each of these
groups will offer different opportunities and will be more or less occupied by
male/female workers. They assert men will be moedyiko work in the higher paying,
higher status core and primary labor markets. Since women are less likely to have
employment benefits, are more likely to work at lower paying jobs, and have
traditionally experienced greater work interruptions, moneteegls, expressed as
extrinsic career values, may be especially important to them.

Research on gender and career values

AugustandQuintero (2001) studied how contextual factors, including
organizational membership, occupational membership, work peersistony lof
opportunities affected subsequent income and retirement related options. These
researchers conclude that workers differ greatly in the range of opportunities and options
available to them and these differenaesongindividuals can greatly affeetork
choices.Dietz, et al.(2003) looked at gender differences in accesamgmployer
pension plan and found differences were linked to occupational variables, with women
being more likely to participate in kinds of work where pension plans arefaotaf

Women may differ from men in their experiences and the meaning they attach to
work roles, social contribution, sociabnnectedness, financial security, and-se#rest
(Simmons & Betschild, 2001 hese author®und the discontinuous work paiths of
the women studied did not fit traditional employmegtirement patterns discussed in

the literature. From the perspective of opportunity structure, it follows that factors such
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as education, type of work, and kind of employment (i.e-tpad, ful-time, self
employment) may affect career development and be linked to expressed career values.

Research findings indicate women of all ages tend to focus on the importance of
working with and helping others more than men and that these differenceg exady.
Badger, Simpson Craft, and Jensen (1998) found girls scored significantly higher than
boys in a measure of caring value orientation. This result was consistent throughout the
entire age range of the study, which included sixth grade throughhyedide.

Hagstrom and Kjellberg (2007) determined that women had higher scores on a measure
of altruism, defined as helping people and creating a better wotidson (2002) also
ascertained young women rated altruistic values more highly than youn@emarett,

et al.(1997) found female college students rated altruism higher than males. Duffy and
SedlacekZ0073 alsofound women rated social values higher than rBeme

evidence indicates women are more likislgn merto value social interactions

generalas well aghe values of altruism and carifBennett,1999; Cooman, De Gieter,
Pepermans, Du Bois, Caers, & Jegers, 2008).

Gender differences have been explored for other work values. Cooman, et al.
(2008) found male nursing students reported greainphasis on the career value
autonomy than their female counterparts. This findingakgh t h Br ownds (200
valuesbasel career development theory in whichgreposes women withe more
focused orgroup concernghan individual concerns. In a study dohnson (2002), men
rated the career valud influence more highly than women rateddboman, et al.

(2008) found male nursing students reported greater emphasis on leadership possibilities
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than their female counterparts. These findings may link gedifferences to the way
men and women approach working relationships.

Research on differences between men and women in the importance of extrinsic
rewards has been conflicting. In a studyHggstrom and Kjellberg (200,Anen rated
benefits and careeriffh salary and materialistic benefits) more highly than women
rated these rewardAs well, Sinisalo (2004) found extrinsic values weredatgherby
male students thahey were byfemale students. Loscocco and Kalleberg (198&nd
no gender differerecin the importance of receiving good pkgr younger workers,
Bennett, Stadt, and Karmos (1997) found both male and female college students both
reported economic security as their top work vaR@wve and Snizek (1995) in a study
of over 7,000 workersofund both genders rated the values of income and job security in
the same order.

Murphy (200 , using Superdés Value Scale, als
career valuetor workers across the life spadhe found women rated ability utilization,
achevement, altruism, personal development, prestige, social interaction, social
relations, variety, working conditions, and economic security more highly than males
rated these value$he only value in her study rated significarftlgherby males was
risk. She found no significant gender differences in the values of advancement,
aesthetics, authority, autonomy, creativity, economic rewards, lifestyle, physical
activity, or physical prowess.

In studies of high school or undergraduate studenssi n g Warkpvalued s
Scale (Nevill & Super, 1989), young females, overall, tended to rate the importance of

career valuebigherthan malesated then{(Bennettet al., 1997; Murphy, 2001
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Robinson & Betz, 2008; Rottingha&sZytowski, 2006). Career values that aaeed

higher by young women include achievement, work environment, variety, coworkers,
supervision, pregge, and lifestyle (Kirkpatricklohnson, 2002; Robinson & Betz, 2008;
Rottinghaus Zytowski, 2006). In one study young men rated all career values lo

than women (Robinson & Betz, 2008), and in another study men rated only two values,
independence and incontegherthanthe rating given byvomen(Rottinghaus

Zytowski, 2006). Some of the gender studies collapsed work values into categories such
asintrinsic, extrinsic, and social. Thesesearcherfound males scored higher on

extrinsic values whereas females scored higher on intrinsic and social values (Duffy &
Sedlacek, 2007&irkpatrick-Johnson, 2002).

Since gender is an important componenhméxperiences and socialization of
men and women, career construction theorists would expect to find gender differences
in the importance of career values. Indeed, most researchers have found gender
differences in career values as expected by gendetizatian andopportunity
structure theory. er researchers have identified no gender differences in career values
or have found women rate most career vahigger than men damot just those that
would be expected bysialization theoryConsiderablevidence in the theoretical and
research literature indicates that womeport valuing the interactive and helping
component®f work more than mewnalue these social aspedtsthese socialized norms
and expectations are expressed in career valuesytirarnmay place higher emphasis
than meronthe importance a$ocial values.

The relative importance of intrinsic and extrinsic rewards for men and women is

not as clear in either theory or research findifigye literaturecontainsconflicting ideas
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abou theinfluence ofgender irdetermining the importance ektrinsic rewards, or the
survival and power functions of work. Since men are still perceived as the major income
provider, traditional social views would indicate survival and power functionsaire

important to men than women. These normative expectations would, according to

Career Construction Theory, become part ofotnendwo men6s vocati onal i

althoughgender expectations are only part of the total career context for men and
women.

However, lecause of interrupted work histories and lower paying work, women
may have a greater need,fand may seek to obtaifinancial resourcethrough
employmentBlustein emphasizes that meeting survival and power needs will be most
important for hose who need financial resources the most. Even though women have
not traditionally been socialized to be major wage earners, they typically have access to
fewer resources and opportunities than men have. Because ofditisnmay place
higher emphasidian meronthe importance of extrinsic values such as financial
rewards

There are also conflicting viewabout thanfluence ofgender inthe importance
of intrinsic rewardsWomen are socialized to place emphasis on the family as well as
the work role, 8 work may not be as important a source of-egfiression and identity
for women ast is for men.However, slf-determination theory proposes both men and
women strive to be autonomous and competent, so this theory would predict intrinsic
values linked to work as a means of saléterminationwould be important for all
workers.Blustein (2006) asserts that the core functions sought through work will align

to an individual 6s social and personal

con
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their attenton between, and gain personal satisfaction from, both family and work roles,
they may place less emphasis than methe importance of work as a means of-self
expression and score lower than men do on career values linkedégmel$sion

Overall, thditerature tends to support the following hypotheses about gender and career

values.



41

Hypotheses regarding gender and career values

4. The selfdetermination function of work: Men will score higher than women on
the SelfExpression component of the CVS.

5. Thesurvival and power function of work: Women will score higher than men on
the Extrinsic Reward component of the CVS.

6. Thesocial function of work: Women will score higher than men on the Working
with Otherscomponentf the CVS.

Education

Education may infience career values in a number of ways. Level of education
influences work opportunities, which may, in turn, be reflected in career values. Blustein
(2006) notes that access to education and opportunities to develop essential work skills
are not open oequal. The concept of finding sekpression and setffetermination
through work is relevant to only a small percentage of workers with access to
educational and vocational opportunities. Workers with limited&iional
opportunities arenore likely to work in order to meet survival and power needs
(Blustein, 2006; Blustein, Kenna, Gi&, DeVoy, 2008).

The experience of education itself may ieftice career values according to
Kirkpatrick-JohnsonZ002). She asserts youth accessing education have several
advantages over those who donodét; they deve
experience fewer barriers in their quest to obtain their career objectives. These
advantages provideducated/outh with more opportunities to find work in which they

can strive to meet intrinsic as well as extrinsic career objectives.



42

Research on education and career values

Rowe and Snizek (1995) argue differences in values are linked to education and
occupational prestige. In a study of over 7,000 workers from multiple occogkat
groups they found the value of fAwork that
related to educational attainment. Other studies also have supported the idea that
educational involvement and aspiration may influence career values, wighhiznaisg
higher education evaluating intrinsic values higher and income and job security values
lower than those with less education (Wafg08.

Kirkpatrick-Johnson (2002) found students from advantaged educational
experiences placed less emphasis owv#hee of job stability and greater emphasis on
the vdue of having influence. Duffy anfledlacekZ0073 found students seeking
advanced degrees ranked prestige values higher and intrinsic values lower than students
seeking a bachelkplacé, Sremher (1988) éound & positiveh e  wo r
relationship between educational background and importance of intrinsic values in men
in management positions. Some indirect support for the idea that higher education may
link to intrinsic work values is that workewith higher education are more likely to
continue working in the absence of financial need (VZ203.

Warr (2008) assessed the importance of a number of work vald ésiand
highly educated workers, motieanless educated workensaluedhaving anmteresing
job,havinga | o b t h a abilittee achievingsomethisg, using initiative, being
useful to society andavingopportunities for advancement. The less educated workers
rated good pay and job secunitypre highlythanthe moreeducated wrkersrated these

values
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The theory and research in this area clearly indicates that greater opportunities
and options are available to those who have obtained higher educational levels, and that
working as a means of survival and power will be more maob to participants who
have lower levels of education. Because greater opportunities and options are available
to those having obtained higher educational levels, participants who have higher levels
of education willhave more opportunities to focus beg survival and power needs and
seek intrinsic objectives and rewardiere is a lack of discussion about the interaction
between education and the importance of social values. It seems possible that
participants with greater education and opportunitidisbe able to turn their attention
to social values as well as intrinsic values more than participants with lower educational
levels who are driven more by financial ne@d¢erall, the literature tends to support the
following hypotheses about educatiand career values.

Hypotheses regarding education and career values

7. The selidetermination function of work: Participants with higher levels of
education will score higher than the less educated groups on tHexpedssion
component of the CVS.

8. The surwal and power function of work: Participants with lower levels of
education will score higher than the more educated groups on the Extrinsic
Reward component of the CVS.

9. The social function of work: Participants with higher levels of education will
sare higher than the less educated groups on the Working with Others

component of the CVS.
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Personality Type

Although there are several alternative personality assessment models and tools
available to explore personality differences, this paper focustwdheory developed
by Carl Jung. Thisocus is usedecause the secondary data collected was based on an
indicator designed to describe and report personality preferences using this model of
personality typeCarl Jungdevelopedhetheory of personaly types and hasserts
people are born with innate preferences in the way they are energized, take in
information, make decisions, and deal whk tvorld around them (Jung, 197Based
on and el aborating Carl Jun gdastooltcdiledohe et i c al
Myers-Briggs Type Indicator ® (MBTI®), which sorts people into one of sixteen
qualitatively different personality types using a féetter code to summarize mental
functions and orientations toward lifBriggsMyers & Myers, 1980)The fourletter
coderepresergpreferences on four pairs of dichotomiEstraversion/Introversion,
Sensing/Intuition, Thinking/Feeling, and Judging/PerceiyBriggs-Myers McCaulley,
Quenk,& Hammer, 1998Briggs-Myers & Myers, 198Q)

Persoality type treorists assumeveryone can, and does, use both sides of each
preference pair, with one side of the preference pair beingafigtpreferred over the
other. The MBTI ® instrument, along with the Strong Interest Inventory and Self
Directed Search, is oné the three most widely used instruments in college career
counselling centers and is widely used in career counselling in high schools and
universities, by private carepractitionersand within organizations (Hammer, 1996).
The following personality tyg preferences descriptions are summarized from Briggs

Myers (1998.



45

The first letter of the personalitype coderepresents a preference for either
Extraversion (E) or Introversion (1), alternative way$amfusing mental energy and
attention Individualswith a preference for E are most comfortable when they are able to
focus their attention and energy outwardly by talking or acting. They are energized by
interactions and prefer work activities that provide interactions with people, discussions,
and oppatunities for talking and taking action. Individuals with a preference for | are
most comfortable when they are able to focus their attention and energy inwardly by
reflecting on thoughts, memories, and feelings. They are energized by quiet time for
contempation and opportunities to develop ideas or process information internally
without interruption.

The second letter of the personatipe coderepresents a preference for either
Sensing (Sor Intuition (N), alternative ways of taking in information.dividuals with
a preference for S focus first and foremost on taking in informgétr@ugh the seses
in a concrete, sequenti@anner They enjoy practical, immediate tasks and outcomes
and are interested in hearing and processing factual data. Indswedtlaa preference
for N focus first and foremost on taking in conceptual information and finding patterns
and connections to link facts and ideas together. They enjoy imagining future
possibilities and envisioning changes and are interested in integnafiormation and
processing ideas.

Thethird letter of the personalittype coderepresents a preference for either
Thinking (T) or Feeling(F), alternative ways of evaluating information and making
decisions. Individuals with a preference for T pretemiakedecisions based on logic

and objective analysig hey seek verifiable data and are often more task than people
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oriented in their work interactions. Individuals with a preference for F prefer to make
decisions through a more personal, subjectivduatian of rehtive worth of
information. They seek to build rapport and collaborate with others and are often more
people than task oriented in their work interactions.

The last letter of the personalitype coderepresents a preference for either
Judgirg (J) or Perceiving (P), alternative strategies for dealing with the external
environment. Individuals with a preference for J are most comfortable when they have
structure and predictability in their external environment. They prefer to make decisions,
follow a plan and accomplish results. Individuals with a preference for P are most
comfortable when they can be flexible and unstructured. They prefer to keep their
options open and act spontaneously.

The preference pair combinations interact together ynardic manner. As a
result, each fouletter MBTI ® code represents a unique personality type. Personality
type theory asserts people who are able to use and develop their preferred functions will
be more satisfied in their careers (Myers, 1980). Thegerisiderable evidence
indicating thapersonality type preferences link to the kinds of occupations paople
attracted to (Schaubhut & Thompson, 2088y thework activitiespeople prefer to
engage irn(Briggs,et al, 1998;Dunning, 2001 Kummerow, 1991

Career Construction Theory, as defined by Savickas (2002), would likely
categorize personality type part ofindividual differences, such as traits, abilities,
needs, valwues, and interests, which compri
Saviclas proposes that individuals interpret information about these personal

characteristics to create a vocational-selficept that becomes relatively stable by late
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adolescence. This vocational identity is an important aspect of career development and
proviles continuity for an individual t hrough
preferences for datp-day functioning, part of his or her vocational identity, likely align

to theobjectiveshe or she seeksom work.

Research on personality type and careglues

Limited research has been done on the relationship between personality and
work values (Duffy, Borges, &lartung, 2009). The research that has been done has
produced contradictory evidence regarding this relationship. Garden (1997) looked at
links between psychological type and reasons for working in a group of software
workers. She studied the relationship between personality type preferences and six
motivation goals. The motivation goals included money and comfort, structure and
security, friendsip and relationships at work, recognition goals, power and
responsibility, and autonomy and creativity. She found personality type differences to be
relatively unimportant in her analysis, with money and comfort ranking highest with all
employees, followe by recognition and then autonomy.

In contrast, Briggs, et 81998) in a summary of values research related to
personality type, report a number of studies with significant findings. In these studies,
having preferences for SJ was related to high ren&f the values of security and
stability, having preferences for NP was linked to high rankings on the value of
creativity, and having preferences for NT was linked to the value of personal autonomy.
Preferences for TJ were associated with high rankmiipe values of achievement.

Barbuto, Fritz, Lim and Xu (2008) found students preferring E scored significantly
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higher than students who preferred | on a measure of intrinsic motivation. Students
preferring P also scored higher on this measure than ssupleférring J.

The participants in the national sample used to develop the latest form of the
MBTI ® were asked to rank eleven values on a scale from very important to not
important (Myerset al, 1998). A number of differences were found between palispn
type groups. For example, financial secuwiys ranked agery important by 76% of
ESTJs and only 50% of INFJs and INTJs. Reteghips/ friendships were rankad
very important by 79.5% of ENFPs and only 30.8f INTJs.

Personality type theory mawgfluence the importance individuals place on the
differentcore work functions and objectives sought through wimidkviduals who
prefer S and are practical, realistic, artdnd to value stabilityndividuals with these
preferences are likely to plaenore importance on extrinsic rewards than individuals
with the alternative preferences, N and P, who value flexibility, change, and spontaneity.
Individuals who prefeBensing §) andJudging (J) likelywill score higher thaather
individualswith prefeences folntuition (N) or Perceiving®) on theExtrinsic Rewards
componenbf the CVS

Individuals with preferences for E and F are drawntracting with others,
building rapport andollaboratingat work andare drawn tdelpng or improvingthe
situations of otkrs. These individuals wile more likely to report the importance of
social functions of work. In contreshose who prefer Thinking (T), preferring to
approach work with an objective, taklcused approachill place lesvalueonthe

social aspects of workndividuals who prefer Extraversion (E) and Feelingli#gly
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will score higher than those who prefer Introversion (I) and Thinkingr{The
Working with Otherssomponenbf the CVS.

Jungian theory asserts all individuals strieward intrinsic growth and
development. Since NPs highly value creativity and NTs highly value personal
autonomy and achievemepagrticipants with preferences for NTP, when compared to
theother personality type groups, may place more importance on Vislked to self
determination and seéixpressionOverall, the literature tends to support the following
hypotheses about personality type and career values.

Hypotheses regarding personality type and career values

10. The selfdetermination function of worlOf the 16 personality type groups, the
highest scores on the S&kpression component of the CVS will be for those
participants who prefer N and T and P (ENTP and INTP).

11.The survival and power function of work: Of the 16 personality type groups, the
highest scores on the Extrinsic Rewards component of the CVS will be for those
participants who prefer both S and J (ESTJ, ISTJ, ESFJ, and ISFJ).

12. Thesocial function of work:Of the 16 personality type groupkethighest
scores on the Working with Othessmpamentof the CVS will be for those
participantsvho prefer both E anél (ESFP, ESFJ, ENFP, and ENFJ).

Literature Summary

There is considerable theoretical and research interest in understanding what is
important to people as they work, grow, and developuthout the lifespan. Across
career developmeradult development, and genakvelopment there is a common

theme as theorists attempt to understand what people value and what motivates them as
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they work, live, ad develop. Although theoristsse widelydifferent language,
applications, and perspectives, they all progbaghumans strive to meet innate
psychological and/or biological needs through engagement in work. In career
development theory, these human needs are linked to, or expressed asataser

Differenttheoriss proposalifferent, and often contradictory, views about human
values and needs. Sinttee suppositions of the theoriste differentfrom eachof their
viewpoint they predictifferent motivators for working and differerstsks and
objectives sought through work. Underlying all of the theories are assumptions about the
nature of mman needs and valuese®tls and values am@ost ofternseen as persistent,
relatively $able aspects of an individual.

Postmodern career construartitheorists assehumans act in a dynamic way,
making meanindgrom, and adapting tachanging circumstances and situations. It is not
clear in the theoretical literature if this dynamic adaptation to change is associated with
workers seeking different ggrtives through their work involvement. If differences in
career values are found to link to contextual variableb as age, gendexducationpr
personality typeéhen perhaps career values are not as stable as originally thought to be
in theories of areer development. If so, this creates a new and broader perspective on
how career values atmderstood and applied career development thecand
practice

In the current studyspecific relationshipbetween scores on the three
componerg of the CareeValues Scale and the contextual variables of age, gender,
education, and personality typeehypothesized based on findings in the literature

Scores on the Career Values Scale can be grouped intctimgenerg. The three
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componerg on the CVS aligto the three core work functions proposed by Blustein
(2006).These threeore work functiongnclude working as a means for survival and
power (measured lihe Extrinsic Rwardscomponenbf the CVS), working as a means
of socal connection (measured byetWorking with @herscomponenbf the CVS) and
working as a means of seletermination (measured by the SeXpressiorcomponent

of the CVS). Informatiornthe data analysiwill help determine if these three core work
functions are equally important veorkers of different ages, gender, education, and

personality typs
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CHAPTER 3: METHODOLOGY

To test the research hypotheseppstpositivistic approach was used to conduct
secondary data analysis (SD&) data collected ofine over a tweyear period bsveen
2001 and 2002 by Psychometrics Canada. The database contained resultslofean on
administration of the Career Values Sq@lacnab.et al., 2005)This chapterincludesa
description of how the data were collected, information about the carees\stlale,
demographic information about the participants in the database, and the strategy used
for data analysis.

Data collection

TheCareer Values Scal€VS) was made available during 2001 and 2002 at no
charge on the Internbly Psychometrics CanadaCanadian company that provides
assessment and training servidasks to the CVS administration site, offering a free
career test, were placed on several reputable career related websites. Google ads were
purchased to increase traffic to the testing. #s a result of completing the inventory,
participants received information about their career values. The database included
results of the online administration of the inventory only if participants completed all 88
items. Participants provided categaliinformation about their age, gender, education,
ethnicity, work role involvement, country, occupation, and personality type (if known).
All administrations of the inventory were anonymous. Participants received the
feedback on their career values dilgérom the site and were not required to identify

themselves in any way, not even through amag address.
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Description of the Career Values Scale
The CVS measures 10 career values. The inventory is composed of 88
statements. Participants rate eaelteshent on a fiv@oint scale indicating how
important the statement is for planning their life and career. The five choicesifor
each item areot at all importantunimportan, neutral (neither important nor
unimportant) important andvery imporant The 10 Career Values measured by the
CVS are:
1 Service Orientation: work objectives related to helping and providing direct
benefits to others. An example ofiat em f or t hiHelpandr eer v al
support otherso.
71 Influence work objectives relatetb controlling and managing the work efforts
of othersAn exampl e of an item for this care
ot herso.
1 Independencevork objectives related tmaking independent decisions and
setting oné ewn goalsAn example ofanitenofr t hi s career valu
own goals and schedul eo.
1 Creativity: work objectives related tdeveloping new ideas and being
innovatveAn exampl e of an item for this car
and creativityo
1 Financial Rewardswvork objectives related to receiving high salary and financial
incentives for performance. An exampl e

a good incomeo.
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1 Career Developmentvork objectives related tengaging in personal and

professional growthAn exampleofam t em f or t hi s career va
the sake of | earningo.
1 Prestigework objectives related tobtainingrecognition and status. An example
of an i tem for this career valwue i s AWo
1 Teamwork work objectives related to havirgllaborative and positive working
relationships with other&én exampl e of an item for thi
coll aboratively with peopl eo.
1 Security:work objectives related to having steady and predictable work and a
sense of job security. Anexamgef an i tem for this caree
steady salaryo.
1 Excitementwork objectives related timaving variety, taking risks, and trying
new thingsAn exampl e of an i1item for this car

di fferento.

Due to copyright protectiotihe inventory items have not been included in this
documentThe CVS was developed Ipgychologists aPsychometrics Canada and was
based on the research tools developed for the International Work Importance Study
(Super & Sverko, 1995). As part of thissearch project, experts in career development
created items to measure the different aspects of work that were important to workers.
Evaluating and elaborating on these items, Maceial. (2005) initially created 120
items for a trial version of the C3/ After collecting preliminary data and determining

internal consistency and item reliabilithetestdevelopersiropped the number of

items to 88. They then used a matched sample of 7000 men and 7000 women to develop
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norms for the inventory and condedtreliability and validity analyses (Macnai al,
2005).
Internal consistency calculated for each scale for nsalddemales, using
Cr o n b algh&, shewedinternal consistency coefficients ranging from .75 to .89,
with the majority of scales beirabove .8. Validity analyses demonstrated the CVS
discriminated between occupational groups. As well, anticipated correlations were
found between the CVS and a Career Interest Profiler and Work Personality Index
measure. A group of 8554 participants aldeddhe accuracy of the measure and 95%
of those patrticipants rated the feedback as quite or very ac(Miataab et al., 2005)
A principal components analys$ the CVS results by the test developers on the
matched normative sample produced threeone@ymponerd. The threeomponerg
and the associated career values are:
1 Self Expression: Thisomponentncludes the four career values of Creativity,
Independence, Excitement, and Career Development.
1 Extrinsic Rewards: Thisomponentncludes the threeareer values of Financial
Rewards, Prestige, and Security
1 Working with Others: Thisomponentncludes the three career values of
Service Orientation, Teamwork, and Influence.
Thecomponentoadings for the CVS reported by Macnab, Bakker, & Fitzsimmons
are shown in Tablé. Development of the Career Values Scale is described in more

detail in the Manual and Users Guide (Macretkal, 2005).
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Tablel

Principal Component Analysis of the CVS Norm Group

Scale Component

1 2 3

Independenct 0.697
Creativity 0.852
Development 0.578

Excitement 0.685

Finance 0.803
Prestige 0.735
Security 0.782
Influence 0.485
Teamwork 0.800
Service 0.888

Development = Career Development; Financerafcial Rewards; Service = Service
Orientation

Description of Participants in the Database
The database contained results from 29,482 participants who completed the Career
Values Scale. Participants completed all items on the CVS and many provided
information on age, education, role status, ethnicity, and country. Participants were

required to provide gender information. More women than, hég27 (58.8%)
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completed thénventory.Of the sample, 28, 2495.8%)provided information about
their age in onefaseven categories.g® data are summarized in Table 2
Table2

Age Distribution of Research Study Participants

Age Group Frequency Percent
1520 8220 27.9
21-25 4526 154
26-30 4269 14.5
31-40 6038 20.5
41-50 3767 12.8
51-60 1306 04.4
60+ 118 00.4
No age information 1238 04.2

Of the participant group 27,0201.7%)provided educational information.
Par t i cdugatorltiesefranged from some hightsgol to doctoral degreesh&
largest percentages of participahtsla b a c h el o 8.8 higth scgoble e ( 2
education (18.6%)r some college (15.5%). Sample participants were more highly
educated than the average Canadian. Chi square calculations, using Statistics Canada
(2006) census levels of education attainmerda aomparison group, determined that the
percentage of sample participants was significantly different than expected within the
general population (X(6) = 58.31, p < .001). As shown in Table 3, the educational

groups having high school and some highosthvere underepresented in the sample
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group and the educational groups having Bachelor, Masters, or Professional degrees
were oveirepresented in the sample.
Table3

Comparison of educational achievement between sample partisipnd Canadian
population from 2006 census

Educational achievement % of participants % of Canadians
High School incomplete 20 24
High School 9 26
Trade/Technical 3 11
Post 2ndary Certificate or Diplom 24 21
Bachelor's Degree 29 12
Master's/Professional Degree 14 5
Doctorate 1 1
TOTAL 100 100

Participants could choose between seventeen occupational categories and 83.5%
of the participants provided occupational information. All occupational categories were
represented, with the largest number of participants checking the busiaragement
(18.9%) category. A summary of the occupational breakdown of the sample is shown in

Table4.



Table4

Occupational Distribution of Research Syudarticipants

Occupation

Frequency Percent

Architecture
Art/Design

Business Management

Business Sales/Clerical

Education
Journalism

Law

Science
Medicine Health
Social Science
Human Services
Agriculture
Transportation
Machine Trades
Construction
Religion

Entertainment

No occupational informatiol

1566
2254
5559
2101
2404
656
1223
1275
2106
1465
2004
187
304
180
248
180
912
4858

5.3
7.6
18.9
7.1
8.2
2.2
4.1
4.3
7.1
5.0
6.8
0.6
1.0
0.6
0.8
0.6
3.1
16.5
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The sample was primarilfomposed of participants Gfaucasiamncestry

(68.2%), with some representation from African American/Canadians (4.8%), Native

American/Canadians (4.2%), Asian American/Canadians (3.6%), and Latinos/Latinas
(3.9%) Ofthe sampl@articipants 8 .

not respond to this question. Over 60 countries or geographical regions were represented

8 %

responded

fnot her o

in the sample although the participants were mainly from the USA (59.9%), Canada

t

(0]
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(16.5%) andhe UK (11.6%). Participants could also choose role status categories. The
majority of respondents were employed (41.5%) but a large number of participants were
students (34.8%) in various levels of education. Over 20% of the spartil@pants
wereeithe in junior or senior high school. Some participants wereesalbloyed,

seeking employment, or homemakers. See Taflbe details.

Table5

Role Involvement of Research Study Participants

Role status Frequency Percent
Junior HighStudent 608 2.1
High School Student 5531 18.8
College Student 4092 13.9
Employed 12235 41.5
SeltEmployed 1104 3.7
Homemaker 512 1.7
Seeking Employment 3748 12.7
No role status information 1652 5.6

Just over 20% of the sanggarticipantgprovided information regarding their
four letter personality types. Within this group, all of the 16 qealty types were
represented.

Data Analysis Strategy

Quantitative methods were usedamalyze the data using SPSS 16.0 (2007).

Interral reliability for each CVS scale was assessed and a correlation matrix was

produced to assess correlas@mongscalesAn initial principal component analysis
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was conducted on the 88 items to confirm the 10 scale structure of the invAntory.
principal componerg analysis was then conducted the ten scalgs confirm the
existence of threeomponerg within the measure.

Four separate sets of emay Analysis of Variance (ANOVA) were conducted to
testage, gender, education, personality type hypothes related t@ach of the three
componerg of the CVS. The threeomponenscores, Extrinsic Rewards, Working with
Others, and SelExpression, were used as dependent variables for each set of analyses.
Age, gender, education, and personality type werd, useseparate analyses, as
dependent, or grouping, variabl@articipans in the 60+age category were omitted
from the analyses because of the small number of cases in this group and the much
broader possible age span of participants compared to othgrsgy

Age analyses includesix categories15-20, 2125, 2630, 3340, 4150, and 51
60 years of age. Educatiomayses included ten categoriseme high school, high
school, trade technical, some college, associate degree, community college, &achelor
degree, mastés degree, professional degree, and doctorate degree. Personality type
analyses included the 16 personality types as sortdueldylyersBriggs Type
Indicato® (Briggs-Myers & Myers, 1980)These 16 four letter codes represent
preferencesdr Extraversion (E) or Introversion (I), Sensing ¢8)ntuition (N),

Thinking (T) or Feeling(F), and Judging (J) or Perceiving (P). Thus the 16 personality
types are summarized:dsSTJ, ESFJ, ENTJ, ENFJ, ESTP, ESFP, ENTP, ENFP, ISTJ,

ISFJ, INTJ, INFJJSTP, ISFP, INTPandINFP.
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In cases of multiple groups, statistically significarteBts from the ANOVA
were followed by Bonferroradjusted-tests to determinehich specific groups

differed.
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CHAPTER 4: RESULTS

The first part of this chapter includasummary of how values were ranked by
the participantsThesecond partontains an analysis of the CVS scores from the sample
participants including internal consistency calculations, a correlation matrix showing the
interrelationshipamongthe 10 CVS sales, and results from a prinalgomponerg
analysis completed on the values scales. Thepatd of the chapteontain separate
ANOVA results for the four grouping variables of age, gender, education, and
personality typeComponensores were used dhe independent variable producing
three separate ANOVAs for each grouping variable.

Value Scales Rankings

In order to summarize the relative importance of the career values to
participants, scores for each career value were ranked from one to techfor ea
participant. As shown in Table 6 and Figures 1 and 2, the value of Career Development
was rated as most important by 36.1% of the sample participants and by 73.2% as one of
the top three rated career values. The career value of Service was nexo Ibely t
chosen as most important. This value was chosen by 19.5% of the sample participants as
their most important career value and by 48.6% as one of the top three rated career
values. Creativity was chosen by 10.1% of the sample participants as mosamhport
and Financial Rewards was chosen by 9.6%.

After these four top career values, other values were much less frequently chosen
as most important. Independence was rated as most important for 6.7% of the sample
participants. Security was rated as most irtgod for 6.0% of the sample participants.

Influence was rated as most important for 5% of the sample participants. Prestige was
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rated as most important for 4.2% of the sample participants. Excitement was rated as
most important for 1.9% of the sample papants. Teamwork was rated as most
important for 0.8% of the sample participants. Chi square calculations determined these
differences in ratings were statistically significant (%) = 98.9, p < .001 for first place
rating and X (9) = 112.93, p < .00for the top three ratings).

Table6

Percent of Total Sample Rating a Career Value as the Most Important
and as One of the Top Three Most Important Career Values

Career Value Rated Most Importan In Top Three Rating
Career Develpment 36.1 73.2
Service Orientation 19.5 48.6
Creativity 10.1 37.3
Financial Rewards 9.6 31.9
Independence 6.7 28.0
Security 6.0 23.8
Influence 5.0 19.7
Prestige 4.2 18.2
Excitement 1.9 9.5
Teamwork 0.8 9.7

The percentage of people in the séemating the ten career values as most

important or as one of the top three most important values is shown in Figures 1 and 2.
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80%
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Dev Serv Creat Finan Indep Secur Influ Prest Excit Team

Figure 1. Percent of total sample rating a career value as the most important career
value.

Serv = Sevice; Influ = Influence; Indep = Independence; Creat = Creativity; Finan =
Financial Rewards; Dev = Career Development; Prest = Prestige; Team =

Teamwork; Secur = Security; Excit =Excitement.



66

80%
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Figure 2. Percent of total sampletinag a career value as one of the top three most

important career values

Serv = Service; Influ = Influence; Indep = Independe@reat = Creativity; Finan =

Financial Rewards; Dev = Career Deymtment; Prest = Prestige; Teafigamwork;

Secur = SecurityExcit =Excitement.

Analysis of CVS Items
To check scale reliabilitynternal consistencyoefficients were calculated for

each of the 10 career values scales compr.i
coefficients ranged from 5o .88 indicating all sckes showed good to excellent

internal consistency. These coeféints are summarized in Table 7
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Table7

Internal Consistency Coefficients for t8& S10 scales from the sample data

CVS Scale Cronbach
Service Orientation 0.84
Influence 0.86
Independence 0.79
Creativity 0.87
Financial Rewards 0.86
Career Developmenti 0.88
Prestige 0.84
Teamwork 0.88
Security 0.77
Excitement 0.75

Since the career values scales contained different nsmbigems, and thus
differert means and standard deviations, they were not directly compdrabtder to
compare score$ten Scores, a form of standardized scores, provided in the database for
the 10 career values scales were used for the rest of the calculations in this Sestion.
scores range from 1 to 10, have a mean of 5.5 and a standard deviat{dachab,
Bakker, & Fitzsimmons, 2005 orrelationsamongscales were calculated using
Pearsoné6és correlation coefficient. AIll of
correlation between Security and Excitement, were significant at<h8@il level. All
correlations were positive, with the exception of the correlation between Creativity and

Security. Thesearrelations are shown in Table 8
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Inter-correlations of 10 CVS Scales for the Sample (Pearson)

68

Serv Influ Indep Creat Finan Dev Prest Team Secur Excit
Serv 1 045* 0.11* 0.23* 0.09* 0.36* 0.23* 0.59* 0.23* 0.23*
Influ 1 0.31* 0.44* 0.44* 0.35* 0.54* 0.44* 0.20* 0.46*
Indep 1 0.49* 0.38* 0.29* 0.28* 0.16* 0.16* 0.35*
Creat 1 0.31* 0.51* 0.29* 0.26* -0.03* 0.49*
Finan 1 0.22* 0.60* 0.23* 0.43* 0.35*
Dev 1 0.27* 0.33* 0.08* 0.36*
Prest 1 0.38* 0.39* 0.36*
Team 1 0.23* 0.41*
Secur 1 0.01
Excit 1

*p< .001. Serv = Service; Influ = Influence; Indep = Independence; Creat = Creativity;

Finan = Financial Rewards; Dev = Career Development; Prest = Prestige; Team =

Teamwork; Secur = Security; Excit =Excitert.

Principal component analysis (PCA) was conducted on the 10 CVS scaleg. Thr

components had initial eigealues over 1 (see Tal®. This, plus inspectioof the

scree plot (see Figurg 8upported a thremomponentnterpretation for the component

analysis.



69

Table9

Total Variance Explained: Extraction Meth@&dincipal Component Analysis

Initial Eigenvalues

Component Total % of Variance Cumulative %

1 03.94 39.41 39.41
2 01.39 13.92 53.33
3 01.28 12.82 66.15
4 00.77 07.71 73.86
5 00.63 06.29 80.15
6 00.54 05.44 85.59
7 00.42 04.16 89.75
8 00.38 03.76 93.51
9 00.35 03.51 97.02
10 00.30 02.98 100.00

Component 1 accoted for 39.41% of the total variance, component 2
accounted for 13D% of the total variance, and Component 3 accounted foR b2.8

the total variance (see Tablg 9
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Figure 3. Scree Plot showing the prin@ilcomponents extracted from the 10 scales on
the CVS.

Loadings for tk three main components were obtainsthgVarimax rotation
procedures and are described in TdlileThese threeomponerd are similar to those
extracted from the norm group by the tésvelopersComponent, labeled Self
Expression by the test devpkrs, contained the career values Creatitigitement
Independence, ar@areerDevelopment as found in the C\éSe v e | pripcgal s 6
components analys{#acnab, Bakker, & Fitzsimmons, 200&)ne difference in
componentoadings between the sample aradm group was the loading of the career
value Influence. Influence loaded on t@omponerg, 1 (.475) and 3 (.473). A second
difference was that, in this sample, Career Development also loaded on both
Componerg 1 (.584) and 3 (.416).

Three sales, Finanial RewardsSecurity and Prestige loaded @omponeng,
the same values scales that make utttiansic Rewardsomponenextracted by the
test developer€ComponenB, labeled/Norking with Otherdoy the test developers,

contained the same careerued of Servic®rientation Teamwork, and Influence
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found in the CV3I e v e Ispripcgpal Gomponents analysi&s noted above, the career
value Career Development also loaded ondbiaponent{.416).
Tablel0

Principal Componerd Analysis of Research Data

Scale Component

1 2 3

a

Independence 0.685
Creativity 0.841
Development 0.584  0.416

Excitement 0.684

Finance _0.792
Prestige __0.729
Security __0.788
Influence 0475 0473
Teamwork L 0797
Service L __0.881

Rotaion converged in 5 iterations through varimax rotation.
& Only componentoadings 0f0.4 or above were included in the tatilevelopment =
Career Development; Finance = Financial Rewards; Sen@arwice Orientation.

In summary, the princgd componerg analysis confirmed the thresmponent
structure of the CVS, with most career values loading as expected on the three
componerd. The career values of Influence @areeDevelopment loaded on two

componerd, Seltexpression and Working with Others. The scale of Influence is
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composed of items regardiegntrolling and managing the work efforts of others and
conceptually fits well into working with others, while the scal€afeeDevelopment
has iemsrelated toengaging in personal and professional growtia, @nceptually fits
into SeltExpression. Threeomponenscores were produced from the priradip
componerg analysis. Theomponerg scores produced have a mean of 0 and a standard
deviation d 1.
Age

Three separateoray A NOVAOGs were conducted to d
age differences existed for the thomenponerg scores produced Ipyincipal
componentgnalysis of the CVS.

Component (SelfExpression) Analysis by Age

Means and statard deviations fo€Componentl scores across the six ag@ups
appear in Table 11
Tablell

Descriptive Statistics faComponentl. (SelfExpression) Scores by Age

Age M SD N

1520 -00.11 00.98 8220

21-25 -00.05 01.03 4526

2630 00.02 01.02 4269

31-40 00.09 01.00 6038

41-50 00.10 00.99 3767

51-60 00.14 00.99 1306

Total 00.00 01.00 28126
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These means are shown in Figure 4

1.00 ~
0.80
0.60 -
0.40 ~
0.20 -
0.00 T —
-0.20 ~
-0.40 ~
-0.60 +
-0.80 ~
-1.00 -

Mean Score

15-20 21-25 26-30 31-40 41-50 51-60

Figure 4. Age differences on SeExpression componestore
Barsrepresent the mean score for each age gro@foamponentl. The horizontal line
represents the mean score for the entire sample.

Results of the orevay ANOVA onComponentl by age indicated that the main
effect for age was significant, F (5) 5.25, p < .001. Thisffectwas smallhowever,
with ageaccounting for less than 1% of the variancthis component score (See Table
12).
Tablel2

Summary of ANOVA Results foomponent(SeltExpression) by Age

Variable SS df MS F P h?

Age 224.46 5 44.89 45.25 00.00 00.008

Error 27900.54 28120 00.99
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Several significant differences between age growpse found in the @st hoc
analysisby using Bonferroni multiple compariso(See Table AL Scores on
Componentl exhibited a small, gradual increase as age increased. The youngest age
group (1520 year olds) scored significantly lower than all other age groups, and the
next age group, 225 year olds, scored significantly lower than all of the older age
groups (2630, 3140, 4150, and 5360 year olds). The 280 year old group also scored
significantly lower than the older three age groups4314150, and 5360 year olds).
There were no significant differences between thd@B14150, and 5360 year oldage
groups in thisomponenscore.These results do not suppbtypothesisl, which stated
youth (1520 year olds) would score higher than other age groups on the Self
Expression component of the CVEhe youngest group (120 year olds) had the lowest
mean score on this component, opposite to what was predicted.

Componeng (Extrinsic RewardsAnalysis by Age
Means and standard deviations @mponen® scores across the six age groups

appear in Tabled
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Tablel3

DescriptiveStatistics fotComponen® (Extrinsic RewardsScores by Age

Age M SD N

1520 0.40 1.02 8220

21-25 -0.08 1.05 4526

26:30 -0.13 0.92 4269

31-40 -0.17 091 6038

41-50 -0.26 0.90 3767

51-60 -0.27 0.86 1306

Total 0.00 1.00 28126

Thesemeans are shown Figure5.

1.00 ~
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-0.80 -

-1.00 -

15-20 21-25 26-30 31-40 41-50 51-60

Figure 5. Age differences on Extrinsic Rewards component score.
Barsrepresent the mean score for each age gro@foamonen®. The horizontal line
represents the mean score for the entire sample.

Results of the ongvay ANOVA onComponen® by age indicated that the main
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effect for age was significant, F (5) = 408.38, p < .001. €Hiectaccounted for 6.8%
of the variance in thisomponenscore (See Tabled)l
Tablel4

Summary of ANOVA Results f@omponen® (Extrinsic Rewardsby Age

Variable SS df MS F P h?

Age 1904.00 5 380.80 408.38 00.00 0.068

Error 26220.10 28120 00.93

Several significant differences between age grouge found in the @st hoc
analysisby using Bonferroni multiple comparisons (See Takl#. Scores on
Componat 2 decreased across age groups. The youngest age gre( y&&r olds)
scored significantly higher than all other age grolp$act, this was the only age group
to score above the total group mean in this compoiiéetnext age group, 225 year

olds, scored significantly higher than three of the older age group®(34t50, and

51-60 year olds). The 280 year old group also scored significantly higher than the two

oldest age group®1-50, and 5360 year olds)There were no significant differees
between the 225 and the 280 year oldgroup no significant differences between the
26-30 and 3140 year old groupandno significant differences between theZl and

the 5160 year old age groups in tldemponenscore.These results supportydothesis

2, which stated youth (230 year olds) would score higher than other age groups on the

Extrinsic Rewards component of the CVS.
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Componen8 (Working with Others) Analysis by Age
Means and standard deviations @mponenB scores across thxsge groups
appear in Table 15
Table15

Descriptive Statistics faComponen8 (Working with Others) Scores by Age

Age M SD N

1520 0.01 1.02 8220

21-25 0.07 1.04 4526

26:30 -0.01 1.00 4269

31-40 -0.08 0.99 6038

41-50 0.02 0.94 3767

51-60 0.05 0.90 1306

Total 0.00 1.00 28126

These means are shownHigure6.
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Age
Figure 6. Age differences on Working with Others component score.
Barsrepresent the mean score for each age groWfoamponen8. The horizontal line
represents the mean score for the entire sample.

Results of the onrevay ANOVA onComponenB by age indicated that the main
effect for age was significant, F (5)13.39 p < .001. Thigffectwas significant, but
very smallwith ageaccounting for only .2 % of the variancetimis component score
(See Table 16
Table16

Summary of ANOVA Results foomponen8 (Working with Others) by Age

Variable SS df MS F P h?

Age 66.78 5 13.36 13.39 00.00 0.002

Error 28058.22 28120 00.99

Several significant differences between age grouge found in the @st hoc

analysisby using Bonferroni multiple compariso(See Table AB Scores on
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ComponenB were lowest in the 341 year old age group. This score was significantly
lower than all other age groups. TheZA year old age groupad the highest score on
this component; this score was significantly higher than the scores of the other young
groups 15-20, 2630, 3340 year olds) but not significantly different from the two
oldest groups (450 and 5160 year olds)There were no significant differences
between thé1-50 and 5160 year old age groups in tldiemponenscore.These results
supported Kpothesis3 somewhat. Hypothes&stated youth (ages 420) wouldscore
higher than other age groups on the Working with Others component of the CVS and
that workers in nd-life (age 41+) and older wouktore higher than workers in their
20s and 30s on ifhhcomponentAlthough the youngest group did not have highest
mean scoregs expectedhe mean scores of participants in their later 20s and 30s were
lower than the mean scores of the other age groups.
Gender
Component (SelfExpression) Analysis igender

Means and standard deviations @mponentl scores for men and woman
the sample appear in Table.17
Table17

Descriptive Statistics fa€omponentl. (SelfExpression) Scores by Gender

Gender M SD N

Men 0.14 0.97 10892

Women -0.09 1.03 17234

Total 0.00 1.00 28126




8C

These means are shown in Figure 7
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Figure 7. Gender differences on Sdixpression component score.
Barsrepresent the mean score for gende€omponentl. The horizonthline
represents the mean score for the entire sample.

Results of the onrevay ANOVA onComponentl by gender indicated that the
main effect for gender was significant, F)(2 332.84 p < .001. Thieffectwas small,
with gendemaccounting forl.2 % of the variancen this component score (See Table
18). These results support Hypothesis 4, which stated men would score higher on the
Self-Expression component of the CVS.
Tablel8

Summary of ANOVA Results foomponent (SelfExpresion) by Gender

Variable SS df MS F P h?

Gender 328.96 1 328.96 332.84 00.00 0.012

Error 27796.04 28124 00.99




81

Componen® (Extrinsic RewardsAnalysis by Gender
Means and standard deviations @mponen® scores for men and woman
the sample appear in Table.19
Tablel19

Descriptive Statistics faComponen® (Extrinsic RewardsScores by Gender

Gender M SD N

Men 0.06 1.00 10892

Women -0.04 1.00 17234

Total 0.00 1.00 28126

These means are shio in Figure 8
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Figure 8. Gender differences on Extrinsic Rewards component score.
Barsrepresent the mean score for gende€omponen®. The horizontal line
represents the mean score for the entire sample.
Results of the onevay ANOVA onComponen® by gender indicated that the

main effect for gender was significant, F)(% 53.68 p < .001. Thieffectwasvery
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small,with genderaccounting fooonly 0.2% of the variance ithis component score
(See Table 20 These resultsupport Hypothesis 5, which stated men would score
higher on théextrinsic Rewardgomponent of the CVS.

Table20

Summary of ANOVA Results foomponen(Extrinsic Rewardsby Gender

Variable SS df MS F P h?

Gender 53.58 1 53.58 53.68 00.00 0.002

Error 28071.42 28124 00.998

Componen8 (Working with Others) Analysis by Gender
Means and standard deviations @mponenB scores for men and woman
the sample appear in Table.21
Table 21

Descriptive Statistics for Component 3 (Working with Others) Scores by Gender

Gender M SD N

Men -0.15 1.00 10892

Women 0.10 0.99 17234

Total 0.00 1.00 28126

These means are shown in Figure 9
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Figure 9. Gender differences on Working with Others component score.
Barsrepresent the maascore for gender on Component 3. The horizontal line
represents the mean score for the entire sample.

Results of the onevay ANOVA onComponenB by gendeindicated that the
main effect for gender was significant, F)(£414.93 p < .001. Thigffectwas small,
accountingor 1.5% of the variance ithis component score (See Tablg.Zhese
results support Hypothesis Wwhich stated womewould score lgher on the Working

with Others component of the CVS.

Table22

Summary of ANOVA Results foomponen8 (Working with Others) by Gender

Variable SS df MS F P h?

Gender 408.91 1 408.91 414.93 00.00 0.015

Error 27716.09 28124 00.99




84

Education
Component (SelfExpression) Analysisy Education
Means andtandard deviations for Componergcbres across tHé® educational
groups appear imable23.
Table23

Descriptive Statistics faComponent. (SelfExpressionscores byducation

Education M SD N

Some High School -0.08 0.95 5445
High School -0.17 0.99 2482
Trade/Technical School -0.08 0.93 657
Some College -0.08 1.03 4552
Associate Degree -0.12 0.98 918
Community College 0.01 0.98 788
Bachelor's Degree 0.04 1.01 7826
Master's Degree 0.23 0.99 3245
Professional Degree 0.31 0.96 519
Doctorate 0.41 1.05 415
TOTAL 0.00 1.00 26847

These means are shown in Figure 10
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Figure 10. Educational differences on Sétikpression component score.
Barsrepreent the mean score for each educatignaup onComponentl. The
horizontal Ine represents the mean score for the entire sample. Some HS = Some High
School; HS = High School; Trade/Tech = Trade/Technical School; Some Coll = Some
College; Assoc D = Associate Degree; Com Coll = Community College; Bach D =
Bachel ords Ddgseeyr 6Madegbee; Prof D = Prof
Doctorate.

Results of the onrvay ANOVA onComponentl by educatiorndicated that the
main effect foreducatiorwas significant, F) =51.54, p < .001. Thieffectwas
significant with educatioraccainting for1.7 % of the variance ithis component score

(See Table 24
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Table24

Summary of ANOVA Results foomponent (SelfExpression) by Education

Variable SS df MS F P h?

Education  456.65 9 50.74 51.54 00.00 0.017

Error 26418.63 26837 00.99

Several significant differences betweeducationagroupswere found in the
post hoc analysiby using Bonferroni multiple comparisons €S€able A4). Generl,
mean scores tended to be higher as educational level increasedchiogih graduates
scored the lowest on this component; the mean score of this group was significantly
lower on this component than all other groups with the exception of those with
Trade/Technical or Associate Degrees. There were no significant differences among
mean scores of the Some High School, Trade/Technical School, Some College,
Associate Degree, and Community College groups.

Those with academic degrees generally scored signtfichigher than the other
groups on Component 1. Participants with a Doctoral level of education had the highest
mean score, significantly higher than all other educational groups except for the
Professional Degree group. There was no significant diféerbetween mean scores of
those with Doctoral and those with Professional Degrees. The mean score of those with
Professional Degrees was significantly higher than all the lower educational groups,
with the exception of t heaodfaifcdanedifféddfenceDe gr e e
bet ween mean scores of those with Professi

Degrees. Those with Bachelordéds Degrees sco
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groups, with the exception of no significant difference between thigogand the
Community College and Trade/Technical groufisese results support Hypothesis 7,
which stated participants with higher levels of education would score higher than the
less educated groups on the Setpression component of the CVS.
Componen?2 (Extrinsic RewardsAnalysisby Education

Means and standard deviations @mponen® scores across tH® educational
groups appear in Table 25.
Table25

De<riptive Statistics for Component(Extrinsic RewardsScores byducation

Education M SD N

Some High School 0.42 0.99 5445
High School 0.22 1.01 2482
Trade/Technical School  -0.01 0.93 657
Some College -0.04 0.98 4552
Associate Degree -0.03 0.93 918
Community College -0.08 0.93 788
Bachelor's Degree -0.20 0.94 7826
Master's Degree -0.27 0.95 3245
Professional Degree -0.21 0.94 519
Doctorate -0.43 1.00 415
TOTAL -0.01 1.00 26847

These means are shown in Figure 11
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Figure 11. Educdional differences on Extrinsic Rewards component score
Barsrepreent the mean score for each educatignalip onComponeng. The
horizontal line represents the mean score for the entire sample. Some HS = Some High
School; HS = High School; Trade/Teshrade/Technical School; Some Coll = Some
College; Assoc D = Associate Degree; Com Coll = Community College; Bach D =
Bachelor's Degree; Mast D = Master's Degree; Prof D = Professional Degree; Doc =
Doctorate.

Results of the onrevay ANOVA onComponen® by educatiorindicated that the
main effect foreducation was significant, F (9) = 205, 96< .001with education

accounting for 6.86 of the variance in thisomponenscore (See Tabl26).
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Table26

Summary of ANOVA Results foomponen® (ExtrinsicRewards) by Education

Variable SS df MS F P h?

Education 1732.21 9 192.47 205.96 00.00 0.065

Error 25078.40 26837 00.93

Several significant differences betweeducationagroupswere found in the
post hoc aalysisby using Bonferroni multiple comparisons €e€able A5).
Participants with some high school obtained the highest mean score on this component.
This score was significantly higher than all of the other groups. High school graduates
had the second diinest score, which was also significantly higher than all of the more
educated groups. These groups, some high school and high school graduates, were the
only two groups to score above the sampl e
Doctoral degrees ratellis value significantly lower than all other groups with the
exception of the Professional Degree groupese results support Hypothesis 8, which
stated participants with lower levels of education would score higher than the more
educated groups on the tirsic Rewards component of the CVS.

Componen8 (Working with Others) Analysisy Education
Means and standard deviations @mponenB scores across ti® educational

groups appear in Table 27



Table27

Descriptive Statists for Componen8 (Working with Others) Scores Bglucation

Education M SD N

Some High School 0.02 1.02 5445
High School 0.05 1.00 2482
Trade/Technical School  0.04 0.96 657
Some College -0.05 1.03 4552
Associate Degree -0.10 1.05 918
Community College 0.16 0.95 788
Bachelor's Degree -0.01 0.98 7826
Master's Degree 0.02 0.97 3245
Professional Degree -0.05 1.00 519
Doctorate -0.17 0.97 415
TOTAL 0.00 1.00 26847

These means are shownHFigure12.

9C
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Figure 12. Educational differences on Working with Others component score.
Barsrepregnt the mean score for each educatigmnalip onComponen8.The
horizontal line represents the mean score for the entire sample. Som8d#$e High
School; HS = High School; Trade/Tech = Trade/Technical School; Some Coll = Some
College; Assoc D = Associate Degree; Com Coll = Community College; Bach D =
Bachelor's Degree; Mast D = Master's Degree; Prof D = Professional Degree; Doc =
Doctorde.

Results of th@neway ANOVA on Component 3 by educatioricated that the
main effect foreducation was significant, F (9) = 7,39< .001. Thieffectwas
significant, but very smallyith educatioraccounting for onl).2 % of the variance in

thiscomponenscore (See Tabl2g).
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Table28

Summary of ANOVA Results foomponen8 (Working with Others) by Education

Variable SS df MS F P h?

Education 65.58 9 07.29 07.29 00.00 0.002

Error 26827.74 26837 01.00

Somesignificant differences betwee@ducationagroupswere found in the gst
hoc analysi®y using Bonferroni multiple comparisons €€able A6). The Commuty
College group scored significantly higher on this component than all other educational
groups with the exception of the High School and Trades/Technical groups. The
Doctorate educational group scored lowest on this component. No clear trends were
seenin the mean score differences as education level increbisese results did not
support Hypothesis 9, which stated participants with higher levels of education would
score higher than the less educated groups on the Work with Others component of the
CVS.

Personality Type
Component (SelfExpression) Analysisy Personality Type

Means and standard deviations @mponent kcores across tHé personality
typegroups appear in Tab®9. Note the overall mean score of the sample reporting
personality typgreferences is higher (M@ 16 than the entire research sample group

(M = 0).
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Descriptive Statistics faComponentl. (SelfExpressioh Scores byersonality Type

Type M SD N
ENFJ 0.11 0.92 349
ENFP 0.44 0.98 658
ENTJ 0.54 0.89 297
ENTP 0.78 0.97 318
ESFJ -0.61 0.96 244
ESFP -0.29 0.95 112
ESTJ -0.16 0.88 256
ESTP 0.08 0.88 107
INFJ -0.11 0.98 604
INFP 0.19 0.97 856
INTJ 0.43 0.94 642
INTP 0.62 1.01 539
ISFJ -0.71 1.03 245
ISFP -0.16 1.01 127
ISTJ -0.33 0.99 391
ISTP 0.18 0.90 109
TOTAL 0.16 1.04 5854

Type = Personality Type

These means are shownFigurel3.
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Figure 13. Personality type differences on SEkpression component Seo

Barsrepreent the mean score for each personality geeip onComponentl. The

horizontal line represents the mean score for the entire research sample.

Results of th@neway ANOVA on Component 1 (SeExpression) by

personality typendicated thathe main effect fopersonality type was significant, F

(15) = 65.57p < .001. Thieffectaccounted for 14.% of the variance in this

componenscore (See Tablg0).

Table30

Summary of ANOVA Results foomponent (SelfExpression by Personality Type

Variable

SS df MS F P h?

Personality Type

Error

916.17 15 61.08 65.57 00.00 0.144

5437.92 5838 00.93
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Several significant differenceasn Component betweerpersonalitygroupswere
found in the pst hoc analysiby using Bonferroni multiple comparisons €e€able
A7). The Intuitive Types (N) generally scored above the research sample mean and
Sensing types (S) generally scored below the research sample mean, although these
group mean scores were not always sigaifity different from all the other personality
type groups. ENTP and INTP groups scored highest on this component and the ESFJ
and | SFJ groups scored | owest on this comp
significantly higher than eight of the otherpes nal i ty type groups. T
mean score was significantly higher than ten of the other group nideese results
supportHypothesis 10, which stated that the highest scores on thEXgekssion
component of the CVS would be for participantovgnefer N and and P(ENTP and
INTP).

Componen® (Extrinsic RewardsAnalysisby Personality Type

Means and standard deviations @mponen® scores across tHé personality
typegroups appear in Tab8l. Note the overall mean score of the sampp®reng
personality type preferences is lower (M .28 than the entire research sample group
(M = 0). Eleven of the sixteen personality type groups had a lower mean score than the
mean scoréor the overall research sample. These eleven types inchlideicthe eight

types with preferences for Intuition.
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Table31

Descriptive Statistics faComponeng® (Extrinsic RewardsScores by Personality Type

Type M SD N

ENFJ -0.18 0.94 349
ENFP -0.53 0.97 658
ENTJ -0.07 0.85 297
ENTP - 0.50 0.91 318
ESFJ 0.22 0.96 244
ESFP - 0.06 1.05 112
ESTJ 0.21 0.93 256
ESTP 0.03 1.03 107
INFJ -0.34 0.98 604
INFP -0.58 0.98 856
INTJ -0.31 0.94 642
INTP -0.62 0.96 539
ISFJ 0.10 0.88 245
ISFP -0.23 1.07 127
ISTJ 0.17 0.93 391
ISTP -0.06 0.89 109
TOTAL -0.28 0.99 5854

Type = Personality Type

These means are shownHigure14.
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Figure 14. Personality type differences on Extrinsic Rewards component score.
Barsrepregnt themean score for each personality tggeup onComponen®. The
horizontal line represents the mean score for the entire research sample.
Results of th@neway ANOVA on Component 2 by personality tyipelicated
that the main effect fquersonality type wasignificant, F (15) = 34.69, p < .001. This

effectaccounted foB.2 % of the variance in thisomponenscore (See Tablé2).

Table32

Summary of ANOVA Results foomponen® (Extrinsic Rewardsby Personality Type

Variable SS df MS F P h?

Personality Type 473.56 15 31.57 34.69 00.00 0.082

Error 5312.87 5838 00.91

Several significant differences betweg@rsonality typgroups on Component 2
were found in the @st hoc analysiby using Bonferroni multiple companoss (Se

Table A8). The SJ (ESFJ, ESTJ, ISFJ and ISTJ) groups had the highest mean scores on
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this component. Only one other personality type group (ESTP) was above the research
sample mean and this mean was only slightly abo@e03)( The group with théighest
score, ESFJ, was significantly higher than 10 other personality type giidwgpfour NP
groups (ENFP, ENTP, INTP, and INFP) had the lowest mean scores on this component.
The group with the lowest score, INTP, was significantly lower than 10 gtbeps,
and the group with the next lowest mean score, INFP, was significantly lower than 11
other groupsThese results support Hypothesis 11, which stated that the highest scores
on the Extrinsic Rewards component of the CVS would be for participantpnefes
both S and J (ESTJ, ISTJ, ESFJ, and ISFJ).
Componen8 (Working with Others) Analysiz/ Personality Type

Means and standard deviations @mponenB scores across thié personality
typegroups appear in Tab88. The overall mean score of thamsple reporting
personality type preferences is lower (M 6.07) than the mean of the research sample

(M = 0).



Table33

Descriptive Statistics faComponen8 (Working with Others) Scores Bgrsonality
Type

Type M SD N

ENFJ 0.43 0.81 349
ENFP 0.34 0.89 658
ENTJ 0.00 0.88 297
ENTP 0.00 0.93 318
ESFJ 0.55 0.85 244
ESFP 0.46 0.95 112
ESTJ 0.23 0.86 256
ESTP 0.11 0.94 107
INFJ -0.04 1.01 604
INFP -0.14 1.04 856
INTJ - 0.56 1.02 642
INTP - 0.66 1.08 539
ISFJ 0.09 0.94 245
ISFP -0.10 1.06 127
ISTJ -0.34 0.95 391
ISTP -0.48 1.07 109
TOTAL -0.07 1.03 5854

Type = Personality Type

These means are shown in Figure 15
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Figure 15. Personality type differems on Working with Others component score.
Barsrepregnt the mean score for each personality tyjeeip onComponenB. The
horizontal line represents the mean score for the entire research sample.
Results of th@neway ANOVA on Component 3 by persongltypeindicated
that the main effect fquersonality type was significant, F (15) = 53.p4 .001. This

effectaccounted fofl2.1% of the variance in thisomponenscore (See Tablg4).

Table34

Summary of ANOVA Results foomponen8 (Working with Others) by Personality
Type

Variable SS df MS F P h?

Personality Type 753.35 15 50.22 53.54 00.00 0.121

Error 5476.84 5838 00.94

Several significant differences betwegersonality typgroups on Component 3
were found in the @st hoc analysiby using Bonferroni multiple comparisons e

Table A9). Only one Introverted group, ISFJ, was above the research sample mean on
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this component and this score was only slightly above the ead). All but two of

the Extraverted groups were above the research sample mean score on this component.
Theexceptions were both ENTs (ENTP and ENTJ). The mean scores for these two
groups were equal to the research sample mean (M = 0). The groups with the highest
mean scores on this component were all EFs (ENFJ, ENFP, ESFJ, and ESFP). The ESF
groups (ESFP and3FJ) had the highest scores of these four. The highest score, ESFJ,
was significantly higher than ten of the other groups. The groups with the lowest scores
were all ITs (INTJ, INTP, ISTJ, and ISTP). These groups each scored significantly

lower than nine oten of the other personality groups. With the exception of the ISFJ
group, the groups with IF preferences (INFJ, INFP, and ISFP) all scored slightly below
the research sample medihese results support Hypothesis 12, which stated that the
highest scoresn the Working with Others component of the CVS would be for

participants who prefer both E and F (ESFP, ESFJ, ENFP, and ENFJ).
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CHAPTER 5: DISCUSSION

Principal @mponentsnalysis was conducted on the Career Values Scale (CVS)
and confirmed three maimponents: SelExpression, Extrinsic Rewards, and
Wor king with Others. These components alig
functions that include work as a means of-slelffermination, work as a means of
survival and power, and work as a meansoafad connection. The results on the
componentgs nal ysi s reinforce Blusteinds content
categories of objectives that people seek from involvement in work.

There weresignificantage,gender education, and personality tyg#ferences
amongmean scoresn allthree components of tloareer valuemeasure. In this
chapter the research findings for each of the three career value components are
discussed in relationship to the 12 research hypotheses presented earlier. e chap
begins with a discussion of the relative importance of the 10 individual career values
that make up the three components of the CVS.

Ratings of the 10 career values

In order to ascertain the relative importance of individual values to the research
sampe participants, the ten career values were rated from one to ten for each participant.
Of the top five rated career values, three were values that loaded on the component of
SeltExpression. These included Career Development, Creativity, and Independence.
Career Development was rated as the most important value for these research sample
participants, rated by 36.1% of the participants as most important and by 73.2% of the

participants as one of their top three career values. The value of Career Develspment
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composed of items measuring the importance of personal and professional development,
learning and skill development, and challenge.

The career value Creativity, with items measuring the importance of solving
problems and being creative and originalswhosen in third place, rated by 10.1% of
the participants as the most important career value aBd.B¥ of the participants as
one of their top three career values. Independence, a career value composed of items
measuring the importance of se#liance and autonomy was rated in fifth place; rated
by 6.7% of the participants as the most important career value and by 28% of the
participants as one of their top three career values.

The importance given to these three values by the participants supports
Blusteinds (2006) not i-determmdtionwmothiksangple, a means
participants demonstrated that development, creative expression, and independence were
key objectives sought through involvement in work. These objectives align with the
propasitions of seHdetermination theory adopted by Blustein. Skdfermination
theorists propose individuals seek to develop and grow in order to meet the innate
psychological needs of competence antonomy (Deci & Ryan, 2000).

The career value Service @ntation was second in the ratings. This value was
chosen by 19.5% of the participants as their most important career value and by 48.6%
as one of the top three rated career values. The Service Orientation career value is
composed of items assessing theamance of relationships and providing personal
service and direct benefits to otheFhis finding supports the work of several
researchers who have found social values are important to workers (Brougham &

Walsh, 2005; Dendinger et al., 2005; Hagstrorij&llberg, 2007, Moen, et al., 2000).
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The importance of this value the research participants alstkstoone of Bl ust ei
core work functionsyork as a mean of social connection. This result also aligns to the
theory of selfldetermination proposed/tbeci and Ryan (2000) in which relatedness is
included as one ohtee innate psychological needs.

Financial Rewards was fourth in the ratings, chosen by 9.6% of the participants
as their most important career value and by 31.9% as one of the top tadeearaer
values. The Financial Rewards value is composed of items measuring the importance of
high salary and financial security. This value, although not rated as highly as Career
Development, Service Orientation, or Creativity, was still rated inojpéhtree career
values for almost a third of the research participants. The importance of this value aligns
to Blusteinds notion of wolhecurrerd samplenrse ans o f
highly educated and may, aabletoattgngd m@dted by B
self-expression needs because of their status and privilege. This may explain why the
value of Financial Rewards was less important to martycgemts than values linked
to values related to social interactions and-sg[fression.

The three core functions of work and the hypothesized relationships among the
study variables are discussed below in more detail. The hypotheses are discussed in
relation to each core function (rather than in the order presented earlier) in dobersto
on the core work functions.

Component 1: SelExpression: Work as a means of s#dtermination

Component 1, SefExpression, focuses on the importance of work as a means to

meet intrinsic needs. This component score shows the importance of intrirsidgew

and work objectives, such as learning and-delfelopment, creativity, independence,
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and excitement, to participants. Significant differences between age, gender,
educational, and personality type groups were found on this component.
SeltExpressiorand Age

Hypothesis #, thatyouth (ages 120) will score highethan other age groups
on the SeHExpression component tfe CVS was not supported by the research
findings. Mean scores on Sétikpression showed a pattern of gradual increase across
age goups. The two youngest groups {28 year olds and 225 year olds) scored
significantly lower, rather than higher, than all other groups on this component.
Although this was a significant finding, the amount of variation in the mean score on the
SeltExpression component accounted for by age differences was very small (.8%).

The finding that youth score lower ammeasure of the importance of Self
Expression is contrary tine findings of several researchers (such as Kirkpatrick
Johnson, 2001; Madill, etl., Tovel, et al., 2000) who proposgaling people have
inflated career valuess a result of lack of knowledge about the world of work. This
finding also does not alignwith u p e r 6 ondeft 6f oing adulthood, in adult and
career development tbey, as a time for focusing primarily on achieving inglegence
and seHunderstanding.

Perhaps the importance of learning and developrfamparticipants in these
age groupss associated with school rather than work roles, so is not seen to be as
important, in the work context, as it is for participants in other age groups. Alternatively,
perhaps these youth, with fewer resources and skills, see work as a venue for meeting
survival and power needs rather than a place for personal developimegybungst

group, 1520 yearsof age likely have little work experience except for unskilled jobs.






