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CONTEXT

ABSTRACT

This study investigated the use of the Career Orientations Inventory as a measure to determine
the career orientations of a random sample of 2 978 participants at predominantly managerial and
supervisory level in the service industry. Whereas an exploratory factor analysis yielded a nine-
factor structure, a confirmatory factor analysis confirmed five constructs as measures of the career
orientations domain. A similar factorial pattern was observed across the African and white groups
and a weaker factorial pattern across the Indian and coloured groups. The findings of this study
contribute valuable new knowledge to both the practice and the field of Career Psychology.

INTRODUCTION

Changes in the organisation of work and in the composition of the labour force have combined to change
the content, processes and consumers of career interventions and services in the workplace (Kniveton,
2004). Nations across the world are finding themselves in the midst of comprehensive economic, political
and social transitions. As they compete for economic viability in a global economy, the quality and
purposefulness of their human resources become fundamental concerns in their policies and legislation
(Herr, Cramer & Niles, 2004). Whether a nation’s purpose is to build human capital, match persons and
occupations, retain scarce and critical skills, increase the employability of its employees or develop their
general, professional and technical skills capacity, models of career development interventions tailored
to such goals are being developed, refined and implemented (Fugate, Kinicki & Ashforth, 2004; Herr et
al., 2004; Kuijpers & Scheerens, 2006).

Moreover, changes in the organisation of work are also changing conceptions of individual career
development. New career paths are being forecast that are far more dependent on individual
career management than on institutional management of employees’ careers (Herr et al., 2004). As
individuals start to take more ownership of their careers, the focus on the subjective or inner career
becomes increasingly more important than the more objective, organisationally defined career (Derr &
Briscoe, 2007; Hall, 1976). Whereas the internal career is a self-definition of career success as it is more
subjective, long term and stable and represents life goals as well as work goals, the external career is
an organisational or professional definition of career success that is more short term, unpredictable
and fast-changing (Derr & Briscoe, 2007). Researchers such as Derr (1986), Driver (1982) and Schein
(1975; 1978) have also extensively explored the internal career paradigm and found that people differ
significantly in the way they think about their careers. Moreover, their research suggests that people’s
career choices and experiences of subjective career success are driven by a set of master career motives
that seem to form part of the career self-concept or inner career orientation. These master motives act
as a cognitive compass (Fugate et al., 2004) that motivates and pulls people towards (or constrains them
from) specific career choices and decisions (Schein, 1978; 1990).

Another prominent trend in career research is the increasing shift in the way people define their careers
from a psychological point of view. The concept of career is being challenged by social and economic
pressures that in turn affect the beliefs that individuals hold about themselves, the people around
them and the world of work generally (Bruck, Allen & Spector, 2002; Havran, Visser & Crous, 2003).
In this regard, research shows a general increase in the focus on the career as a means of enhancing
personal lifestyles and achieving greater autonomy and freedom from particular work roles (Coetzee &
Schreuder, 2008; Guest & Sturges, 2007). The younger working generation also appears to hold different
values from those of their older colleagues in the sense that they appear to prefer developing and
managing their careers on their own terms, as opposed to following traditional hierarchical norms
(Cannon, 1995).

Contemporary career studies also show that younger employees increasingly tend to seek lateral
rather than hierarchical paths, and that these paths are upheld by their career anchors or orientations
and values (Marshall & Bonner, 2003). Here research has shown that people make decisions to forge
their own career paths rather than to conform to expectations, because doing so helps them to better
honour their own values and preferences (Casey & Alach, 2004; Hewlett & Luce, 2005; Valcour, Bailyn
& Quijada, 2007). Recent research by Havran et al. (2003) also reported different factor structures
underlying the originally hypothesised career orientations model of Derr (1986), pointing to a shift in
focus for careerists towards a need to pursue personal interests along with meaningful work. Research
by Marshall and Bonner (2003) also indicated a similar shift of values and motivations across all
workplace cultures, with these shifts being reflected in their inner career orientations.

In agreement with the foregoing, researchers in the careers field have stated that the attention given to
individuals’ inner definitions of career success (as defined by their career orientations), as a means of
predicting employees” organisational commitment, job satisfaction, motivation and performance, is a
prominent trend in organisations today (Coetzee ef al., 2007; Havran et al., 2003; Kanye & Crous, 2007).
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Organisations that endeavour to retain valuable employees are
therefore urged to provide incentives and career paths that are
consistent with the career values, expectations and aspirations
that underlie the career orientations of these employees
(Jarlstrom, 2000; Schein, 1996; Suutari & Taka, 2004). If there is
no fit between employees’ inner career orientations and their
job environment, the result may well be anxiety, stress, job
dissatisfaction and turnover (Feldman & Bolino, 1996; Jiang
& Klein, 2000; Jiang, Klein & Balloun, 2001). Moreover, from
an organisation’s perspective, research on career orientations
is needed to guide current selection, placement, development,
reward and retention practices (Ramakrishna & Potosky, 2002).

Career anchors: Theory

The concept of a career anchor refers to a pattern of self-perceived
talents and abilities, basic values, and the evolved sense of
motives and needs (as they pertain to the career) that influences a
person’s career-related decisions (Schein 1974; 1975; 1978; 1996).
The conceptual model associated with Schein’s (1978) career
anchor theory is best understood in terms of a person’s career
self-concept, which develops as a person gains life experience.
As individuals are required to make choices related to their self-
development, family or career, they may become more aware
of the values and motives that frame the choices they make.
In other words, an individual’s career self-concept acts as a
stabilising force; when an important life (or career) choice needs
to be made, there are certain concerns, needs or values that the
individual will not give up (Schein, 1975).

Research by Schein (1978; 1990; 1996) suggests that most people’s
career self-concepts (motives and values) are grounded in eight
categories or anchors: (1) autonomy/independence, which includes
a person’s need to be free of organisational constraints in order
to pursue professional competence; (2) technical/functional
competence, which is the motivation to develop one’s technical
or functional knowledge and expert skill; (3) general managerial
competence, which can be described as the desire to attain a
position that requires the application of interpersonal, political,
analytical and financial skills associated with management; (4)
entrepreneurial/creativity, the need to create or build (rather than
manage) something that is entirely one’s own project; (5) lifestyle,
the need to integrate work, family, and self-concerns into a
coherent lifestyle; (6) pure challenge, the need to test one’s abilities
by single-mindedly focusing on competing with extremely
tough opponents and solving a variety of challenging problems;
(7) service/dedication to a cause, the need to align work activities
with personal skills and values related to helping society and
to improve the world in some fashion; and (8) security/stability,
the need for job security (associated with benefit packages and
long-term employment) in an organisation and stability in a
geographical area. Research by DeLong (1982b) and Custodio
(2004) found that the security/stability anchor emerged as
two independent career anchors. One represents the need for
organisational stability (long-term employment). The other
represents individuals” concern with permanence of geographic
location.

Although Schein (1978) argued that, by definition, an individual
can maintain only one dominant career anchor, his own and other
empirical evidence suggests that individuals can have more than
one strong career anchor (Coetzee & Schreuder, 2008; Feldman
& Bolino 1996; Ramakrishna & Potosky 2003; Schein, 1996).
According to DeLong (1982a; 1982b) and Butler and Waldroop
(1999), one to three anchors tend to cluster together to form an
individual’s career and work preferences. These composites of
the eight categories of career anchors explain why people stay
engaged in a certain job or are committed to an organisation
(Butler & Waldroop, 1999). Moreover, since the career anchors
model describes a highly individualised process of value
development based upon a person’s own experiences, the extent
to which certain occupational groups come to possess certain
dominant career anchors is likely to be due to self-selection

into and out of those occupations by individuals (Schein, 1975;
Ramakrishna & Potosky, 2002). Organisations and occupational
groups themselves are not likely to cause individuals to maintain
or abandon pre-determined anchors (Ramakrishna & Potosky,
2002).

Career anchors have been studied widely in different occupations
and in different contexts, countries and companies (Erdogmus
2003). However, research on career anchors in the South African
context has mostly focused on predominantly white samples
(Boshoff, Bennet & Kellerman, 1994; Erwee, 1990; Rothmann,
2001; Schenk, 1987; Schreuder, 1989; Van Vuuren, 1986) and only
recently on predominantly black samples (Coetzee, Schreuder &
Tladinyane, 2007; Coetzee & Schreuder, 2008). Moreover, up-
to-date career anchors research in South Africa on the structural
equivalence of the Career Orientations Inventory (COI) seems
to be lacking. In addition, career anchors studies have also been
criticised as concentrating on small samples and being studies of
particular, interesting and illustrative cases (Erdogmus, 2003).
Researchers have also pointed out that the empirical validation
of Schein’s (1978) career anchor classification deserves further
attention due to the inconsistency of results (Custodio, 2004;
Feldman & Bolino, 1996; Suutari & Taka, 2004).

In view of the foregoing, Coetzee and Schreuder (2008) found
that with the exception of the entrepreneurial career anchor,
black people and white people show similar career anchor
preferences. On the other hand, findings of a study conducted
by Coetzee et al. (2007) suggest that black people and white
people differ regarding their career orientations. In view
of these seemingly contradictory findings and given the
apparent importance of understanding employees’ inner career
orientations, it was regarded as important to investigate further
the career orientations of various ethnic groups in the South
African organisational context. For the purpose of this study, the
following hypotheses were therefore formulated:

H1: The factor structure underlying the theoretical eight-factor
career anchor model developed by Schein (1978) applies equally
across various ethnic groups in the multi-cultural South African
organisational context.

H2: The research-version of the COI (developed by Schein, in
collaboration with DeLong, 1982a; 1982b) can be applied as a
measure to determine the career orientations of working adults
in the South African organisational context.

AIMS OF THE STUDY

In view of the stated research hypotheses, this research set out to
investigate the use of the research version of the COI (developed
by Schein, in collaboration with DeLong, 1982a; 1982b), as a
measure to determine the career orientations of working adults
in the South African organisational context. More specifically,
the objective was to investigate whether the factor structure
underlying the theoretical eight-factor career anchor model
developed by Schein (1978) applies equally across various
ethnic groups in the multi-cultural South African organisational
context.

It should be noted that in the context of this study the emphasis
is on the construct career orientation as a central part of the
concept of career anchors. This is also in line with other research
on career anchors conducted by, for example, Custodio (2004),
Coetzee and Schreuder (2008) and Ramakrishna and Potosky
(2002). In an attempt to validate and refine Schein’s (1978) career
anchor model, DeLong (1982b) found that the COI measured
the career motives, values and needs of individuals, but did
not reflect individuals” perception of their talents. Schein (1990)
agrees with the view that the construct career anchors can be
measured by means of a combination of the COI and a structured
in-depth interview exercise.

Considering the empirical limitations of the COI and the fact that
the internal career orientations of, in particular, black people in
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the multi-cultural South African organisational context are
under-researched, the findings of this study are expected to
contribute valuable new knowledge to both the practice and the
field of Career Psychology.

RESEARCH DESIGN
Research approach

For this exploratory pilot study, a survey design was used to
achieve the research objective (Shaughnessy & Zechmeister,
2003). The advantages of the survey research approach include
savings of time and money, lack of interviewer bias, obtaining
accurate results, more privacy for participants, and the fact that
samples need not be very large in relation to the population
(Salkind, 1997). The major disadvantage of this design is that
findings can only be generalised to the sampled population at
the time of the survey (Dooley, 1995).

Research method

Participants

The participants were a random sample of students registered
across various fields of study at a distance learning higher
education institution for a particular year. The total sample of
2 978 students constituted 58% females and 42% males. In terms
of race, the sample was represented by 67% black students (1
592 Africans; 224 Indians; 186 coloureds) and 976 white students
(33%). In terms of marital status, 52% were single, 42% were
married, 1% were widowed and 5 % were divorced. The age
groups were represented as follows: 25 years and younger - 28%;
26 to 30 years - 20%,; 31 to 40 years - 34%; 41 to 55 years - 16% and
56 years and older - 1%. The mean age of the participants was
32, which implies well-established internal career orientations,
motives and values (Schein, 1996).

In terms of educational level, 26% had a grade 12 qualification,
15% had completed their first year of higher education studies,
13% were in their second year and 8 % were in their third year
of studies. 22% had a diploma whilst 13% already had a degree.
Students with a post-graduate qualification represented only
3% of the sample. With regard to occupational status, 80% of
the participants were in full-time employment, 12% in part-time
employment, 5% were self-employed and 3% were engaged
in voluntary work, contract work or internships. Positions
occupied by the participants constituted predominantly 18% at
senior and middle management level, 54% at middle- and first-
level supervisory level and 28% in non-managerial positions.

The following economic sectors were represented: 35%
government; 15% services; 18% financial, insurance, real-estates
and business; 7% wholesale and retail; 6% transport, storage
and communication and 19% other sectors such as agriculture,
mining, manufacturing, electricity/gas and construction. The
predominant fields of expertise reported by the participants
were as follows: the financial field (including accounting,
auditing, banking, economics) 21%; education 11%; human
resource management 9%; protective services (SAPS; security,
military) 9%; healthcare 8%; marketing/media/communication
6%; public administration 6%; IT 5%; legal/law 3%; retail /sales
5%; and catering /hospitality 2%.

Measuring instrument: Career Orientations
Inventory (COI)

As mentioned previously, the research version of the Career
Orientations Inventory (COI) developed by Schein in
collaboration with DeLong (1982a; 1982b) was used to measure
the variables of concern to this study. The COI (DeLong, 1982a;
1982b) is a self-rated measure containing 41 items. To avoid
neutral answers, a 10-point Likert-type scale was used for
subject responses on each of the 41 items. Based on Schein’s
(1974; 1978) eight career anchors model these items related to
perceived importance and agreement of statements. Total scores

obtained for each of the eight categories of career anchors were
summed up and averaged to yield an individual score for each
career anchor. The COI provides a pretested instrument with
demonstrated high internal validity and reliability (Burke,
1983; Custodio, 2004; DeLong, 1982a; 1982b; Wood, Winston
& Polkosnik, 1985). Custodio (2004) reports Cronbach alpha
reliability coefficients ranging from 0.78 to 0.84, while Coetzee
and Schreuder (2008) report Cronbach alpha coefficients ranging
from 0.46 (lifestyle) to 0.85 (entrepreneurial creativity). Since the
purpose of this study was not to make individual predictions
based on the COI, but rather to investigate broad trends and the
structural equivalence of the COL the instrument was considered
to be psychometrically acceptable.

Research procedure

Questionnaires were posted to a randomly selected number of
60 000 students who were registered at the higher education
institution for the particular year using the postal facilities of the
institution. Each questionnaire included a covering letter inviting
subjects to participate in the study and assuring them that their
individual responses would remain confidential. Participants
were asked to complete the questionnaires and return them by
mail to the researchers using the return envelope. A sample of 2
978 usable questionnaires was returned. The questionnaires were
scored electronically according to the author’s instructions.

Statistical analysis

The statistical procedures chosen for this research were based
on their applicability to the exploratory nature of the research
design. The statistical analysis was carried out with the help
of the SPSS LISREL statistical package and consisted of three
steps. The first step was to examine the factor structure of the
COI variables by means of exploratory factor analyses (EFA).
The second step involved estimating the internal consistency
reliabilities of the scales and subscales derived by means of the
factor analyses and computing the inter-correlations between
the scales. In the third step, a multi-group confirmatory factor
analysis (CFA) was performed on the original COI for the total
sample and the best-fit COI model for the various race groups.

Exploratory factor analysis (EFA)

EFA was performed to examine the dimensionality of the COIL
and to determine whether a single factor or multiple factors
accounted for the variance in the items of the questionnaire.
Before proceeding, it was necessary to determine whether the
sample was adequate for performing such an analysis. It was also
necessary to establish whether there were a sufficient number of
substantial correlations between the COI scales to merit factor
analysis. The principal axis factoring (PAF) extraction method
and direct oblique rotation were subsequently performed to
determine the hypothesised factor solutions for the COI (De
Long, 1982b; Schein, 1978). Cronbach alpha coefficients were
determined for each of the obtained factors and items that did
not contribute to the factor pattern were excluded in the final
analyses.

In accordance with the rational construct approach, the defined
theoretical constructs were used to determine the number of
factors for rotation purposes (Owen, 1995). The distinction
between creating and testing hypotheses in factor analysis is not
definite (Child, 1990). The criteria mentioned below guided the
number of factors to be extracted:

e  statistical criteria conventionally used, such as Kaiser’s
eigenvalue-larger-than-one-criterion

e the theoretical expectation regarding the number of factors
and interpretability of the obtained factors

e the number of significant factors (p < 0.01) and the
proportion of variance explained; and any given item being
considered to belong to a particular factor if it had a factor
loading of 0.30 or higher.
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Theoretical expectations and the contents of factors and items
were considered when decisions to include or omit items were
not clear-cut.

After considering the limitations of EFA, it was decided that
a confirmatory factor analysis (CFA) would be performed as
the use of CFA allows researchers to formulate and directly
test competing hypotheses regarding the underlying factor
structure (Strasheim, 2008). The limitations of EFA are that if
the predicted factor solution is not found, two interpretations
are possible: firstly, there are true differences between the actual
and predicted factor structure; or, secondly, the EFA was unable
to uncover the hypothesised structure. The most troublesome
difficulty with EFA is selecting the appropriate underlying
dimensionality.

Confirmatory factor analysis (CFA)

The CFA has strong links with structural equation modelling
(SEM). As a confirmatory approach, a model is postulated, based
on theory and empirical evidence from previous research. In the
context of this study, the first model therefore represented the
original measurementinstrumentas postulated by the developers
(DeLong, 1982b; Schein, 1978;) of the COI scale. The original
eight-factor model was then tested in a single group analysis,
using SEM goodness-of-fit tests to determine whether the pattern
of variances and covariances in the data was consistent with the
postulated theoretical model (Garson, 2008). The SEM process is
generally used to conduct the CFA as it focuses on validating the
measurement model by obtaining estimates of the parameters of
the model and by assessing whether the model itself provides a
good fit to the data (Garson, 2008).

To investigate lack-of-fit, each sub-scale or dimension is then
evaluated individually. In the context of this study, the face
validity of each item as a measure of the proposed dimension
was firstly evaluated. Secondly, the reliability of each dimension
was evaluated, and items that lowered the reliability of the
dimension were then removed until all items within the
dimension did not lower the reliability. Subsequent to the
reliability analysis, a second model was then tested. This model
excluded the items that were indicated to perform poorly in the
item-reliability analyses, and also excluded the dimensions that
did not perform well. Moreover, in the case of testing the second
model, it was regarded as appropriate that the equivalence of
Model 2 be tested across the four race groups represented in
this study (especially because of potential differences between
the race groups). This resulted in four ethnic groups, namely
Africans (n = 1 592), Indians (n = 224), coloureds (n = 186) and
whites (n = 976) in the multiple groups CFA.

The advantage of using multi-group CFA by following a SEM
approach is that a wide variety of hypotheses of equivalence
levels across groups can be tested (Vandenberg & Lance,
2000). The first hypothesis tests whether the factor pattern is
similar across groups. If this hypothesis is tenable, the second
hypothesis tests whether the factor loadings are invariant
(equal). If this hypothesis is not rejected, the third hypothesis
tests whether variances of the latent variables and covariances
between the latent variables are invariant. The fourth hypothesis
tests whether error variances are equal (Byrne, 1998). When all
four of these hypotheses are tenable, it can be concluded that
the measurement instrument is invariant (and by implication
equivalent) across cultural or ethnic groups (Strasheim, 2008).

The model adequacy was evaluated by means of goodness-of-
fit measures. Goodness-of-fit tests determine whether the model
being tested should be accepted or rejected (Garson, 2008). The
model chi-square was used as it is the most common goodness-
of-fit test when comparing models (Strasheim, 2008). With the
chi-square, the difference between the observed data and the
hypothesised model is tested (Garson, 2008). A significant chi-
square indicates lack of satisfactory model fit, whilst a non-

significant chi-square indicates a good model fit. However, a
limitation of the chi-square test is that the size of the sample
has an impact on chi-square values. Garson (2008) suggests that
if the sample is large (as in the case of this study), even small
differences between the model and the data will result in a
statistical significance. Hence with large samples the chi-square
will almost certainly be significant (Hox & Bechger, 1998). A
variety of alternative fit indices have therefore been proposed
by researchers (Garson, 2008; Hu & Bentler, 1999). All goodness-
of-fit measures are some function of the chi-square and degrees
of freedom. These alternative indices consider not only the fit
of the model but also its simplicity. Even though the goodness-
of-fit indices still depend on sample size and distribution, the
dependency is much smaller than that of the routine chi-square
test (Hox & Bechger, 1998).

The Goodness-of-Fit Index (GFI) indicates the relative amount
of the variances/covariances in the sample predicted by the
estimates of the population. In addition, the Adjusted Goodness-
of-FitIndex (AGFI) is a measure of the relative amount of variance
accounted for by the model, corrected for the degrees of freedom
in the model relative to the number of variables. GFI and AGFI
range between 0 and 1, and when models fit well, these indices
will be closer to 1.00. The Parsimony Normed Fit Index (PNFI)
addresses the issue of parsimony in SEM (Strasheim, 2008). By
arbitrary convention, PNFI > 0.60 indicates good parsimonious
fit (Garson, 2008).

The Comparative Fit Index (CFI) represents the class of
incremental fit indices in that it is derived from the comparison
of a restricted model (that is, one in which structure is imposed
on the data) with that of an independence (or null) model (that
is, one in which all correlations among variables are zero) in the
determination of goodness-of-fit. The Non-Normed Fit Index
(NNFI) is a relative measure of covariation explained by the
model (Garson, 2008). For these fit indexes (CFI and NNFI), it
is more or less generally accepted that a value of less than 0.90
indicates that the fit of the model can be improved (Hoyle, 1995),
although a revised cut-off value close to 0.95 has been advised
by Hu and Bentler (1999).

To overcome the problem of sample size, Brown and
Cudeck (1993) suggest using the Root Mean Square Error of
Approximation (RMSEA) and the 90% confidence interval
of the RMSEA. The primary principle of the RMSEA is that it
evaluates the extent to which the model fails to fit the data. The
RMSEA estimates the overall amount of error; it is a function
of the fitting function value relative to the degrees of freedom.
The RMSEA point estimate should be 0.05 or less and the upper
limit of the confidence interval should not exceed 0.08 (Raykov
& Marcoulides, 2000). Hu and Bentler (1999) suggested a value
of 0.06 to be indicative of good fit between the hypothesised
model and the observed data. Fabrigar, Wegener, MacCallum
and Strahan (1999) elaborated on these cut-off points and noted
that RMSEA values ranging from 0.08 to 0.10 indicate mediocre
fit, and those greater than 0.10 indicate poor fit. In the context
of this study, Standardised Root Mean Square Residual (SRMR)
was also used as a goodness-of-fit measure in the multi-group
CFA. A value less than 0.05 is widely considered good fit and
below 0.08 adequate fit to indicate tenable hypotheses (Garson,
2008; Hu & Bentler, 1999).

The Bayesian Information Criterion (BIC) is very useful as a
criterion when non-nested models are evaluated. If the BIC
value is equal to zero or the smaller the BIC values (implying
larger negative numbers), it can be said that the model fits as
well as the saturated model. If the BIC values are positive, the
model fits worse than the saturated model. An advantage of the
BIC is that it can be used to compare different models, and it
does not require the models to be nested as is necessary with
chi-square difference tests (Raftery, 1995).
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RESULTS TABLE2
. EFA rotated factor matrix:
EXP]OI‘atOI‘y faCtOI‘ analyls (EFA) Principal axis factoring with varimax rotation

section 2-agreement

As mentioned previously, the COI developed by Schein (1978),

and refined by DeLong (1982a; 1982b), consists of 41 items COI ITEMS FACTOR 6 FACTOR7 FACTOR8 FACTOR9
measuring self-perceived internal career orientations relating
to respondents’ master career motives or drives. The items GMP-Q34 0.62

from the COI were presented to respondents in two sections.
These sections consisted of: (1) the items related to perceived
importance of (21 items); and (2) items related to agreement GMP-Q38 0.54
(20 items). The items related to technical and managerial skills

GMP-Q30 0.59

in the workplace, as well as a perceived need for attributes of GMP-Q26 0.53
autonomy, security of job and geographical stability, lifestyle GMP-Q22 042

and work/family balance, creativity and entrepreneurship,

challenge, technical and functional expertise, and service in EC-Q40 0.83
job roles (including utilising one’s talents and skills, including £c.024 076

interpersonal and helping skills in the service of an important
cause). As stated previously, Schein (1978) identified five career EC-Q32 0.52
anchors through these items (technical/functional; general
managerial competence; autonomy/independence; security/
stability; and entrepreneurial/creativity). Further research by GS-Q28 0.76
Derr (1980) and DeLong (1982a; 1982b) identified another three

GS-Q41 0.81

categories (service/dedication to a cause, pure challenge, and LAI-Q31 0.63
lifestyle). LAI-Q27 0.52
The Kaiser-Meyer-Olkin measure of sampling adequacy for LA-Q35 043
section 1 was equal to 0.85, exceeding the recommended LAI-Q39 0.39
minimum value of 0.60. The Bartlett’s test of sphericity yielded -
a statistically significant approximate chi-square significant at Cumulative 1357 2857 3526 4401
. . ] . percentage

p < 0.001, supporting the factorability of the correlation matrix. )

. . . . variance
Items that did not improve the item-total correlation and that explained
did not contribute to the factor pattern were excluded in the
final analysis. Similarly, the Kaiser-Meyer-Olkin measure of GMP: General management/Pure Challenge
sampling adequacy for section 2 was equal to 0.80, exceeding EC: Entrepreneurial/Creativity

GS: Geographical stability

w
>
[
o
c
=
>
L
the recommended minimum value of 0.60. LAI: Lifestyle/Autonomy/Independence 9». 2
—_—
S5 o
TABLE 1 TABLE 3 S o
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COI ITEMS FACTOR  FACTOR FACTOR  FACTOR  FACTOR ITEMS ALPHA @
COEFFICIENT <
1 2 3 4 5 o
MCE-Q10 0.79 1 Management/ 6 0.79 43.77 1043 g
Competitiveness/ o
MCE-Q18 0.69 Entrepreneurial 8
2 Service/Dedication to 3 0.74 26.63 3.57
MCE-Q2 0.60 a cause
MCE-Q16 0.58 3 Autonomy/ 3 070 1945  6.08
Independence
MCE-Q14 0.50
MCE-Q8 0.43 4 Security/Stability 2 0.76 17.21 3.31
SE-Q13 0.76
5 Technical/Functional 2 0.58 12.74 4.35
SE-Q21 0.68
SE-Q5 0.58 OVERALL RELIABILITY SECTION 1 0.80
Al-Q11 .67
Q 06 6 General management/ 5 0.70 32.60 9.19
A-Q3 0.66 Pure Challenge
Al-Q19 0.59 7 Entrepreneurial/ 3 0.81 19.01 7.48
Creativity
SS-Q4 0.79
8 Geographical stability 2 0.78 8.67 5.42
S$8-Q12 0.65
TF-Q17 072 9 Lifestyle/Autonomy/ 4 060 2276 7.42
TF-Q9 0.54 Independence
Cumulative 15.02 23.35 34.29 42.09 47.76 OVERALL RELIABILITY SECTION 2 0.76
percentage
variance
explained
MCE: Management/Competitiveness/Entrepreneurial
SE: Service/Dedication to a cause
Al: Autonomy/Independence
SS: Security/Stability
TF: Technical/Functional
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TABLE 4
EFA: Inter-correlations between dimensions
Factor 1 2 3 4 5 6 7 8 9
MCE SE Al SS TF GMP EC GS LAI
1 MCE 1
2 SE 0.313* 1
3Al 0.325* 0.093** 1
4SS 0.316** 0.375* 0.065** 1
5TF 0.159** 0.137** 0.185** 0.237** 1
6 GMP 0.703** 0.272* 0.262** 0.263** 0.173** 1
7EC 0.589* 0.178* 0.326** 0.029 0.052** 0.472** 1
8 GS -0.107** -0.081** 0.125* 0.037* 0.269** -0.015 -0.060** 1
9 LAI 0.183** 0.026 0.521** 0.007 0.208** 0.306* 0.301** 0.286* 1
**p < 0.01 (2-tailed) *p < 0.05 (2-tailed)
MCE: Management/Competitiveness/Entrepreneurial
SE: Service/Dedication to a cause
Al: Autonomy/Independence TABLE 5

S8: Security/Stability

TF: Technical/Functional

GMP: General management/Pure Challenge
EC: Entrepreneurial/Creativity

GS: Geographical stability

LAI: Lifestyle/Autonomy/Independence

A principal axis factor analysis followed by a varimax rotation
of the axes to simple structure was subsequently performed.
The results of the analyses are reported in Tables 1 and 2. Using
the conventional eigenvalue larger-than-one criterion, five
factors were extracted for section 1 (cumulatively explaining
48% of the variance in the data) and four factors were extracted
for section 2 (cumulatively explaining 44% of the variance in
the data). The subscales for the extracted factors were obtained
by calculation of the mean of the items loading on each of
the subscales or factors. As shown in Table 3, each factor
demonstrates acceptable internal consistency, ranging from
0.58 to 0.79 (for the five subscales of section 1, overall Cronbach
alpha coefficient, 0.80) and ranging from 0.60 to 0.81 (for the four
subscales of section 2, overall Cronbach alpha coefficient, 0.76).

In summary, as shown in Table 1, the exploratory factor analysis
of data for this study revealed loading of items from section 1
(perceived importance of statements) onto five factors labelled in
accordance with their psychologicalmeaning and correspondence
to Schein’s (1978) eight-factor career anchor theory as follows:
managerial and competitive/entrepreneurial opportunities
which reflect a combination of items relating to the original
general management; pure challenge and entrepreneurial/
creativity career anchor factors; service/dedication to a cause;
autonomy/independence; security/stability and technical/
functional competence.

Table 2 shows the loading of items from section 2 (perceived
agreement with statements) onto the following four factors:
general management/pure challenge (a combination of items
relating to the original general management and pure challenge
career anchor factors); entrepreneurial/creativity; geographical
stability (specific items relating to the original security/stability
career anchor factor); and lifestyle/autonomy and freedom
(a combination of items relating to the original lifestyle and
autonomy/independence career anchor factors). Overall, the
items loaded onto nine factors.

The intercorrelations (as shown in Table 4) between the nine
factors are relatively low, showing no correlation between Factor
7 (entrepreneurial /creativity) and Factor 4 (security/stability);
Factor9 (lifestyle/autonomy and freedom); and Factor 2 (service/
dedication to a cause); and Factor 9 and Factor 4 (security/

Fit indices for Model 1 and Model 2 (n =2 978)

MODEL 1 MODEL 2

(ORIGINAL EIGHT- (FIVE-FACTOR

FACTOR MODEL) MODEL)

Degrees of Freedom 751 179
Minimum Fit Function Chi-Square 11849.427 1792.808
Normal Theory WLS Chi-Square 15793.278 1861.164
RMSEA 0.08 0.06

90 Percent Confidence Interval (0.0806; 0.0828) (0.0537; 0.0583)

for RMSEA

Non-Normed Fit Index (NNFI) 0.88 0.96
Parsimony Normed Fit Index 0.81 0.82
(PNFI)

Comparative Fit Index (CFl) 0.89 0.97
Incremental Fit Index (IF1) 0.89 0.97
Goodness of Fit Index (GFI) 0.80 0.94
Adjusted Goodness of Fit Index 0.77 0.93
(AGFI)

BIC 9780.50 428.02

stability). The highest intercorrelations were obtained between
Factor 6 (general management/pure challenge) and Factor 1
(managerial and competitive/entrepreneurial opportunities) and
Factor 7 (entrepreneurial/creativity) and Factor 1 (managerial
and competitive/entrepreneurial opportunities).

Confirmatory Factor Analyses (CFA)

Preliminary single group confirmatory factor analysis was
conducted on the total sample to test the extent to which
the data fitted the original eight-factor measurement model
developed by Schein (1978) and refined by DeLong (1982a;
1982b). As is indicated in Table 5 the NNFI, CFI, IFI and GFI
values were 0.88, 0.89, 0.89 and 0.80 respectively. A value of 0.90
is considered to be a good fit for all of the above indices (Hu
& Bentler, 1999). None of these values met the guideline to be
regarded as acceptable. The RMSEA obtained a value of 0.08.
The guideline is that it should be at or below 0.05 (CFI > 0.90) or
at or below 0.06 (CFI > 0.95) (Hayashi, Bentler & Yuan, 2008) for
a well-fitting model and at or below 0.08 for a reasonably fitting
model (Hu & Bentler, 1999). The CFI value of 0.89 indicates that
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TABLE 6
CFA: Reliability statistics (n = 2 978)

COl Item Cronbach Alpha Cronbach Alpha

Coefficient Coefficient if item
deleted
General Management-retained
in Model 1 (Single Group ) 0.82
Q2 0.79
Q10 0.76
Q18 0.76
Q26 0.79
Q26 0.80
Q34
Autonomy/Independence - retained in
Model1 (Single Group) 0.71
Q3 0.65
Q11 0.64
Q19 0.64
Q27 0.69
Q35 0.69
Service/Dedication to a cause - retained
in Model 1 (Single Group) 0.78
Q5 0.74
Q13 0.73
Q21 0.73
Q29 0.77
Q37 0.74
Pure Challenge/Competitiveness - retained
in Model 1 (Single Group) 0.77
Q6 0.69
Q14 0.52 0.52
Q22 0.61
Q30 0.50 0.47
Q38 0.56
Entrepreneurial/Creativity-retained
in Model 1 (Single Group) 0.86
Q8 0.86
Q16 0.79 0.82
Q24 0.79 0.81
Q32 0.82 0.86
Q40 0.80 0.81
Technical/Functional-excluded 0.61
Q1 0.61
Q9 0.50 0.54
Q17 0.47 0.52
Q25 0.53 0.56
Q33 0.54 0.55
Security/Stability-excluded 0.69
Q4 0.68
Q12 0.67
Q20 0.61
Q28 0.62
Q36 0.67
Lifestyle-excluded 0.46
Q7 0.42
Q15 0.36
Q23 0.44
Q31 0.34
Q39 0.46

only 89% of the covariance in the data can be reproduced by the
original model for the sample. The results further indicate that
the RMSEA value deems the model a reasonable to poor fit. The
chi-square was 11849.427 (df 751; p < 0.000) for the sample, also
indicating a poor fit.

To investigate whether the lack of fit was across the entire
instrument, each sub-scale or dimension was evaluated
individually. Firstly, the face validity of each item as a measure
of the proposed dimension was evaluated. On face value, it
did not seem that any of the items could be problematic for the
target group of respondents. The students all had university
exemption, and could therefore understand the content of the
questions. Further, the medium of instruction was English for
most students, and therefore the language used in the instrument
should not have posed a challenge to the participants. Secondly,
the reliability of each dimension was evaluated, and items that
lowered the reliability of the dimension were removed until
all items within the dimension did not lower the reliability.
According to Peterson (1994), a reliability coefficient of 0.70 is
desirable. Items obtaining a Cronbach alpha coefficient lower
than 0.70 were therefore excluded. The reliability analyses
are reported in Table 6. In summary then, the following
latent variables were retained in order to test a second model:
general management competence (all five items); autonomy/
independence (all five items); service/dedication to a cause
(all five items); competitiveness (only two items related to
the original pure challenge career anchor subscale); and
entrepreneurial/ creativity (only four items from the original five
items). The security/stability; lifestyle and technical/functional
subscale items were deleted due to low reliability coefficients.
As shown in Figure 1, Model 2 therefore consisted of only five
latent variables.

Multi-group CFA was performed in order to evaluate the
equivalence (invariance) of covariance matrices, number of
factors, factor variances, factor covariances and factor loadings
for the four race groups (Hayashi et al., 2008). Multiple group
models are useful to investigate whether the same model holds
in different populations, or whether there is an interaction
between group membership and any aspect of a structural
model. When a multiple group model is run, the estimation for
all the groups proceeds simultaneously and only one chi-square
statistic is printed (Hayashi et al., 2008). There were a number
of missing observations, and since the missing values did not
follow a consistent pattern, the EM algorithm was used to
impute missing values.

As shown in Table 5, the chi-square measure for the five-factor
career orientations modelis highly significantand indicates a poor
fit. However, given the large sample size, it would be incorrect
to conclude a poor fit based on the significance of the chi-square
index (Garson, 2008; Hu & Bentler, 1999). The chi-square/df
ratio was 10.02, also indicating poor fit. Ratios between 2 and
5 have been interpreted as indicating good fit (Kelloway, 1998).
However, Table 5 also shows that the fit measure RMSEA has
improved from 0.08 to 0.06. Similarly, the NNFI has improved
from 0.88 to 0.96, with the IFI from 0.89 to 0.97 and the CFI from
0.89 to 0.97. The improved CFI value indicates that 97% of the
covariance in the data could be reproduced by the five-factor
COI model. The GFI has also improved from 0.80 to 0.94. This
fit deems the five-factor model as well-fitting and therefore
indicates (for this sample), that only a part of the COI (DeLong,
1982b; Schein, 1978;) can be regarded as a valid and reliable
measure of the career orientations of the sample. The lower BIC
(428.02) for the five-factor model also confirms the findings.

The structural equation model for the five factors underlying
the COI is given in Figure 1. The observed variables load on
one factor only. Hence the arrows depict path coefficients from
these observed variables to only one latent variable or factor
respectively. The path coefficients for each of the five factors vary
generally from 1.00 and above, with the exception of variables 35
(0.79), 27 (0.81) and 32 (0.92).

The latent variables or factors have been allowed to correlate
with one another, as is depicted by the curved arrows between
them. The path coefficients show high correlations between
some of the constructs. More specifically, it appears that of the
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TABLE 7
Hierarchical hypotheses and partial invariance hypotheses used for invariance testing

Hypothesis Description

H1 Similar factor structure, all factor loadings free, item intercepts free, latent variances and covariances free and measurement error free across groups

H2 Similar factor structure, corresponding factor loadings and item intercepts equal across groups, latent variances and covariances free and measurement
error free across groups

H2A Similar factor structure, corresponding factor loadings equal across groups, item intercepts free, latent variances and covariances free and measurement
error free across groups

H2A1 As in H2A, except with the intercepts of items Q2, Q10, Q18, Q26 and Q34 fixed across groups (Dimension 2, General Management).

H2A2 As in H2A, except with the intercepts of items Q3, Q11, Q19, Q27 and Q35 fixed across groups (Dimension 3, Autonomy/Independence).

H2A3 As in H2A, except with the intercepts of items Q5, Q13, Q21, Q29, and Q37 fixed across groups (Dimension 5, Service/Dedication to a cause)

H2A4 As in H2A, except with the intercepts of items Q14 and Q30 fixed across groups (Dimension 6, Pure Challenge)

H2A5 As in H2A, except with the intercepts of items Q16, Q24, Q32 and Q40 fixed across groups (Dimension 8, Entrepreneurial Creativity)
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FIGURE 1
Standardised parameter estimates for five-factor COl model (single group)

five constructs, pure challenge/competitiveness has a strong
correlation with the entrepreneurial creativity (2.32), general
management (2.09) and autonomy (1.11) constructs. Moreover,
entrepreneurial creativity shows a strong correlation with the
general management (1.71) and autonomy (1.48) constructs.
The service/dedication to a cause construct shows the lowest
correlation with all four of the other constructs. In addition, a
low correlation is observed between autonomy and the general
management (0.81) and service/dedication to a cause (0.20)
constructs.

The methodology followed for the multiple-group CFA
invariance analysis follows the procedure suggested by
Steenkamp and Baumgartner (1998). Invariance/equivalence
testing requires the testing of a set of hierarchical hypotheses,
where each subsequent test becomes increasingly restrictive.
The first hypothesis to be tested (H1) tests whether similar factor
structures are tenable across groups. If H1 is a tenable model,
in the sense that an adequate fit is obtained, it can be inferred
that similar dimensions across groups are confirmed in the
data. The second hypothesis (H2) tests whether factor loadings
and item intercepts are equal across groups, given that H1 was

tenable. H2, therefore, tests H1 and H2 simultaneously. H2 is
generally referred to as the equal metric hypothesis (Steenkamp
& Baumgartner, 1998). If H2 is not tenable, it is implied that
although the constructs operate with equivalent dimension,
the units of measure are not comparable across groups. This
implies that some items may have significantly higher (or lower)
loadings onto the construct they measure in some groups. When
this hypothesis (H2) is rejected, it indicates that means across
groups cannot be compared meaningfully. The only option then
that remains for the researcher is to search for partial invariance
across the models as suggested by Byrne (1998) in order to
establish which sub-sections of the model could be viewed as
equivalent.

Table 7 summarises the details of each hypothesis tested, whereas
Table 8 summarises the fit measures for each of the hierarchical
and partial invariance tests. The results of the partial invariance
tests indicate that the tested hypotheses were reasonably tenable.
As shown in Table 7, the NNFI, CFI and IFI values for H1, H2,
H2A,H2A1, H2A2, H2A3, H2A4 and H2A5 ranged between 0.90
and 0.95, with H2 obtaining the lowest values (0.91). A value
of 0.90 is considered to be a good fit for all of the above indices
(Hu & Bentler, 1999). All of these values met the guideline and
were therefore regarded as acceptable. With the exception of
H2 - RMSEA = 0.07- all RMSEA values were 0.06, indicating an
acceptable fit. The guideline is that it should be at or below 0.05
(CFI > 0.90) or at or below 0.06 (CFI > 0.95) (Hayashi et al., 2008)
for a well-fitting model and at or below 0.08 for a reasonably
fitting model (Hu & Bentler, 1999). The BIC values also show
negative values, confirming the observation.

The findings suggest that the factor loadings can be regarded
as similar across groups. However, since the intercepts are not
equal across groups, it would be invalid to compare latent means
(Strasheim, 2008). Since the conclusion at this stage broadly
indicates similar latent structure across groups and equal
factor loadings but not equal item intercepts, it was regarded
as appropriate to test for partial invariance of intercepts, as
indicated in H2A1 to H2A5 in Table 8. The results are confirmed
by the group fit measures.

The guideline for SRMR values is < 0.05 to indicate tenable
hypotheses (Garson, 2008). Hu and Bentler (1999) expanded
on this guideline by suggesting SRMR values lower than < 0.08
as indicating reasonable tenable hypotheses. Table 9 shows
that the SRMR values obtained for the four ethnic groups fall
within the guideline of < 0.08, indicating reasonable to mediocre
tenable hypotheses. The GFI values for the African and white
groups are above 0.90 (indicating a reasonable good fit), while
the GFI values obtained for the Indian and coloured groups
suggest a mediocre fit. Overall, these results confirm similar
factor structures and equal factor loadings for particularly
the African and white groups and to a lesser degree for the
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TABLE 8
Equivalence/invariance testing of model 2 across race groups
(n=2978)
H1 H2 H2A H2A1 H2A2 H2A3 H2A4 H2A5
df 716 827 764 779 779 779 770 776
Chi-square 2575.5 3983.2 2696.4 3074.5 2849.5 2994 .4 3132.8 3013.3
RMSEA 0.06 0.07 0.06 0.06 0.06 0.06 0.06 0.06
90% Confidence Interval (0.06: (0.07: (0.06: (0.06: (0.06: (0.06: (0.06: (0.06:
0.06) 0.07) 0.06) 0.07) 0.06) 0.06) 0.07) 0.07)
NNFI 0.94 0.92 0.95 0.93 0.94 0.94 0.93 0.94
PNFI 0.80 0.89 0.85 0.85 0.86 0.86 0.84 0.85
CFI 0.95 0.92 0.95 0.94 0.95 0.94 0.94 0.94
IFI 0.95 0.92 0.95 0.94 0.95 0.94 0.94 0.94
BIC -3151.78 -2631.96 -3414.85 -3156.71 -3381.73 -3236.82 -3026.42 -3193.93
TABLE 9
Group fit indices for equivalence/invariance testing (n =2 978)
H1 H2 H2A H2A1 H2A2 H2A3 H2A4 H2A5
AFRICAN (n =1 592)
Contribution to chi-square 884.5 1408.7 930.6 1055.4 1019.9 1023.8 1167.9 1070.0
% Contribution to chi-square 34.1 35.3 34.4 33.4 355 33.6 359 34.7
RMR 0.31 0.36 0.34 0.35 0.34 0.34 0.34 0.34
SRMR 0.05 0.05 0.05 0.05 0.05 0.05 0.05 0.05
GFI 0.95 0.94 0.95 0.94 0.95 0.94 0.95 0.96
INDIAN (n = 224)
Contribution to chi-square 407.0 494.7 427.0 435.9 444 .4 438.2 443.0 432.8
% Contribution to chi-square 15.7 124 15.8 13.8 15.5 14.4 13.6 14.0
RMR 0.36 0.39 0.38 0.38 0.38 0.38 0.37 0.38
SRMR 0.06 0.07 0.07 0.07 0.07 0.07 0.07 0.07
GFI 0.87 0.85 0.86 0.86 0.86 0.86 0.86 0.86
COLOURED (n =186)
Contribution to chi-square 344.0 4141 362.6 384.7 369.4 369.6 385.5 368.1
% Contribution to chi-square 13.3 10.4 13.4 12.2 12.8 121 11.9 11.9
RMR 0.44 0.50 0.49 0.50 0.49 0.49 0.49 0.48
SRMR 0.07 0.08 0.08 0.08 0.08 0.08 0.08 0.08
GFI 0.85 0.84 0.84 0.84 0.84 0.84 0.84 0.84
WHITE (n = 976)
Contribution to chi-square 955.3 1673.5 984.4 1286.3 1042.2 1215.7 1253.0 1213.4
% Contribution to chi-square 36.9 41.9 36.4 40.7 36.2 39.9 38.6 39.3
RMR 0.30 0.34 0.29 0.30 0.29 0.29 0.29 0.29
SRMR 0.05 0.05 0.05 0.05 0.05 0.05 0.05 0.05
GFI 0.92 0.90 0.91 0.91 0.91 0.91 0.91 0.91

Indian and Coloured groups. The item intercepts were found
to be significantly different across all constructs, indicating that
comparisons of latent variable means across the four groups are
not valid. Herewith hypothesis 1 (the factor structure underlying
the theoretical eight-factor career anchor model developed by
Schein (1978) applies equally across various ethnic groups in the
multi-cultural South African organisational context), has been
partially accepted.

DISCUSSION

The aim of this study was to investigate the use of the research
version of the COI (DeLong, 1982a, 1982b; Schein, 1978) as
a measurement of working adults’ inner career orientations
within the multi-cultural South African organisational context.
To achieve this aim, both exploratory and confirmatory factor
analyses were performed. This approach allowed the researchers
to take advantage of the relative strengths of each method in
relation to those of others.

Exploratory factor analysis was applied to determine whether the
underlying factor structure of the COI subscales resembled the
hypothesised eight-factor original career anchor model obtained
by Schein (1978). Moreover, CFA was also used to assess the
construct validity of the data obtained with the COI by testing
the relationships among the items or observed latent variables
that comprise each of the eight career anchor constructs. The data
obtained were therefore analysed in terms of the reliability of the
instrument and confirmation of the observed variables deemed to
measure each of the eight constructs respectively. Further, multi-
group confirmatory factor analysis was performed to investigate
whether the same model held for the African, coloured, Indian
and white groups who participated in this study.

The findings showed that the exploratory factor analysis yielded
a different factor structure (nine factors) than the five-factor
structure obtained by means of the CFA procedures. These
results are in line with the suggestion by Tinsley and Tinsley
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(1987) that confirmation of a hypothesised factor structure
may be obtained by using CFA procedures despite a strikingly
different factor structure obtained by means of exploratory
factor analysis procedures. According to Van de Vijver and
Poortinga (2000), confirmatory approaches provide a statistically
more adequate test of the structural equivalence of multi-group
data than exploratory factor analysis procedures. Compared to
exploratory factor analytic procedures, CFA is a more versatile
tool to test for hierarchically linked hypotheses of cross-cultural
invariance. On the other hand, EFA provides the opportunity
to explore the empirical data for characteristic features without
imposing a definite model on the data (Madurai, Olckers &
Buys, 2008).

According to the reliability analysis conducted in the CFA, five
of the eight constructs’ reliability was acceptable, with estimates
ranging from 0.71to 0.85. In terms of the pure challenge construct,
the items relating to the nature of challenging problems were
deleted in order to improve the reliability coefficients of the
subscale. These findings are in line with Custodio (2004), who
observed no pure challenge career anchors in his sample of
academic executives. The items that remained as part of the
subscale for the entrepreneurial creativity construct referred
only to building or creating something that is entirely one’s
own product or idea. The general management, autonomy/
independence and service/dedication to a cause career anchor
constructs were retained in the CFA best fit model (the five-
factor model), showing a similar factor structure and equal
factor loadings across particularly the African and white groups
and to a lesser degree across the Indian and coloured groups.
As the item intercepts were found to be significantly different
across all constructs, the findings indicate that comparisons of
latent variable means across the four ethnic groups seem only to
be valid for the African and white participants. As pointed out
by Hayashi et al. (2008), the sample size could have influenced
these results as African participants predominated (n = 1 592),
followed by Whites (n = 976), Indians (n = 224) and Coloureds
(n = 186). A more heterogeneous sample in terms of age, race,
gender and occupational levels might have yielded different
results.

In light of the CFA best fit model, the EFA showed a number of
interesting factor patterns: the general management career anchor
construct items loaded on two different factors (Factor 1 and
Factor 6). The items of Factor 1 (EFA managerial/entrepreneurial
creativity /competitiveness) relate to the importance of being in
charge of an entire organisation, rising to a high managerial
position and being able to supervise, influence, lead and control
people at all levels. Furthermore, Factor 1 also relates to the
importance of building a new business enterprise and being able
to create or build something that is entirely one’s product or
idea (these two items originally related to the entrepreneurial/
creativity career anchor construct). An interesting observation
is the one item from the pure challenge career anchor construct
that relates to the importance of competing with and beating
others. These findings are in line with research conducted by
Coetzee and Schreuder (2009) which indicates that having career
preferences and values related to a managerial career orientation,
having authority and influence and venturing out in search of
new challenging opportunities positively predict the general
management career anchor construct. Lee and Wong (2004)
also found entrepreneurial intentions to be strongly related to
the career motives of people with a general management career
orientation.

The EFA Factor 7 (entrepreneurial / creativity) retained only three
items of the entrepreneurial/creativity career anchor construct,
namely the desire to start and build up a business on one’s
own; being on the lookout for ideas that would permit one to
start and build one’s own business; and having entrepreneurial
activities as a central part of one’s career. Research conducted
by Coetzee and Schreuder (2009) showed that the need to have
the freedom and autonomy to venture out in search of new,

different and challenging job opportunities positively predict
the entrepreneurial/creativity career anchor construct. These
findings are also in line with Schein’s (1978) finding that the
master career motive underlying the entrepreneurial /creativity
career anchor was the enjoyment of creating new products or
services or building new (or taking over existing) organisations,
together with the search for new challenges that provide a sense
of freedom and power. Feldman and Bolino (2000) also found
that individuals with a strong creativity anchor were motivated
to become self-employed because this created the opportunity
to use their skills and be creative as well as to capitalise on good
business ideas.

Factor 6 consisted of the general management construct items
that relate to managerial level (position) and the responsibility
for supervising and integrating the efforts of others. The items of
Factor 6 (EFA general management/pure challenge) also related
to the pure challenge career anchor construct items that people
view as being part of their career motives: competition and
winning, being constantly challenged by a competitive situation
and solving tough problems. Moreover, the inter-correlations of
the EFA Factors general management/pure challenge (Factor
6) and general management/entrepreneurial creativity/
competitiveness (Factor 1) were quite high (r = 0.70; p < 0.01;
large practical effect) indicating significant overlapping between
the constructs. Similarly, the EFA entrepreneurial/creativity
factor (Factor 7) showed a high inter-correlation with Factor 1 (r
=0.59; p < 0.01; large practical effect), also indicating significant
overlapping. These findings are also in line with results reported
by Coetzee and Schreuder (2009) which indicate that managerial
career preferences and career motives emphasising venturing
out in search of new, different and challenging job opportunities,
with the authority or influence to solve a variety of challenging
situations or problems that require creativity, positively predict
the pure challenge career anchor construct. Moreover, the strong
correlations between the entrepreneurial/creativity, general
management, pure challenge/competitiveness and autonomy
constructs obtained in the CFA generally confirm the overlapping
values and motives observed for these four constructs.

It is interesting to observe that in terms of the EFA Factor
2 (service/dedication to a cause) only three items - those
relating to the use of one’s interpersonal and helping skills to
make the world a better place, and to serve an important cause
— were retained. However, in terms of the CFA best fit (five-
factor) model, the service/dedication to a cause career anchor
construct also included the two items relating to seeking a career
in which one can be of service to others and in which one can
be committed to an important cause. Coetzee and Schreuder
(2009) found in this regard that having a strong sense of career
purpose or viewing one’s career as a calling (and not merely
as a job or career) and developing one’s self-management and
relationship skills positively predict the service/dedication to a
cause career anchor construct. Moreover, having the ability to
form positive and supportive social networks and being driven
by a need for personal growth and development were also
shown to positively predict this career anchor construct. The
low correlations observed in the CFA for the service/dedication
to a cause construct and the other four constructs also confirm
the independence of the service/dedication to a cause construct,
indicating a unique set of career values and motives.

The construct ‘lifestyle’ yielded the lowest reliability (0.46),
followed by the technical/functional (0.59) and security /stability
(0.68) constructs. These subscales each showed two underlying
dimensions within the subscale. The lifestyle career anchor
construct related to the following two underlying dimensions:
developing and maintaining a lifestyle that balances one’s career
and family needs (deleted items in the EFA) and having the
freedom and autonomy to choose and maintain a certain lifestyle
(EFA Factor 9). According to Schein (1978), the core motive
underlying the lifestyle career anchor construct was that of
valuing company benefits that allow flexible work arrangements
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and options. It is interesting to observe that two of the four items
of Factor 9 (EFA) relate to one’s sense of freedom and autonomy
and being unconstrained by either an organisation or business
world (Factor 9). These two items originally related to the COL
autonomy /independence career anchor construct. However, all
the items relating to the autonomy/independence career anchor
construct were retained in the CFA. It is also interesting to note
that the EFA Factor 9 (lifestyle/autonomy/freedom) showed
a relatively high correlation (r = 0.52; p < 0.01; large practical
effect) with the autonomy/independence (EFA Factor 3)
construct. This also suggests an overlap between the two career
orientation constructs. Research findings reported by Coetzee
and Schreuder (2009) also show that a preference for freedom
and autonomy and valuing being in a position of authority and
influence positively predict the lifestyle career orientation.

The security/stability construct related to the following two
dimensions: security provided by means of organisational
benefits and long-term stability (EFA Factor 4) and security/
stability regarding geographical location (EFA Factor 8). These
findings are in line with research conducted by DeLong (1982a)
who identified geographical security as an additional career
anchor construct. Custodio (2004) also identified the same two
underlying factor structures for the security/stability career
anchor construct. Research conducted by Coetzee and Schreuder
(2009) indicates that participants with a security/stability career
orientation have a higher need for steady employment in their
area of expertise and a lower need for career venturing and being
exposed to new, different and challenging job opportunities. It
is interesting to observe that the item relating to tenure (lifetime
employment) was deleted in the exploratory factor analysis.
The findings also suggest a shift in participants’ inner career
orientations, namely a move away from lifetime employment
to lifestyle concerns in the form of geographical location and
benefit packages (Kniveton, 2004). This could be due to the
predominance of female participants who may have family
concerns or responsibilities. Generally these findings confirm
the master career motive driving the security/stability career
anchor construct to be that of having long-term stable, steady
employment with benefit packages that offer security regarding
medical and retirement concerns, and not necessarily lifetime
employment (Schein, 1978).

The technical/functional construct related to two underlying
dimensions, namely opportunity to specialise in an area of
expertise, and potential for promotion, at the expense of
remaining in one’s area of expertise. It must be noted that only
the two items related to remaining in one’s area of expertise
or specialisation loaded onto the factor technical/functional in
the exploratory factor analysis. The items relating to promotion
were deleted. This finding confirms the master career motive
identified by Schein (1978) for the technical/functional career
anchor construct as being building one’s career around one’s
expertise and being exposed to opportunities to apply one’s
talents and skills. Research by Coetzee and Schreuder (2009)
also shows that individuals with a technical /functional career
orientation had a lower need for career venturing and being
exposed to a variety of challenges. They appear to have a higher
need for stability and security and being paid for their skills
levels. Growth and development opportunities to enhance their
expertise are more important than being promoted into other
positions (Schein, 1978).

Overall, the inter-correlations of the nine-factor solution
obtained by means of the EFA were relatively low, pointing to
the independence of the obtained factors. Career orientation
factors that are independent of one another provide a meaningful
framework for explaining individuals’ inner career orientations
and this was satisfactorily achieved in the present study.
However, as previously pointed out and as also observed for
the CFA, some of these factors showed high inter-correlations,
suggesting some overlap between the constructs measured.

Conclusion, limitations and recommendations

It appears from the EFA that the career orientations of the
participants relate to different aspects of the master career
motives that underlie the general management, pure challenge
and entrepreneurial/creativity career anchor constructs. This
finding is contrary to Schein’s (1978) argument that people
tend to have one dominant career anchor and is more in line
with Feldman and Bolino’s (1996) observation that one to three
career anchors tend to cluster together to form an individual’s
career and work preferences. Coetzee and Schreuder (2009)
also found that a number of career-related preferences, values,
skills and attitudes drive or predict people’s career anchors or
career orientations. It appears therefore from the findings of this
research that the career self-concept as originally defined by
Schein (1978) might have evolved over time in line with the shifts
reflected in the global socio-economic and socio-demographic
profiles of organisations and societies. Similar observations have
been made by Havran et al. (2003); Kniveton (2004) and Marshall
and Bonner (2003).

The research confirms the need for assessing the inner career
orientations of employees as these provide a richness of
valuable information regarding the motives and values driving
individuals’ career decision-making. Individuals’ master
career motives and values form an integral part of their career
consciousness. Career consciousness includes people’s conscious,
career-related cognitions (that is, perceptions, awareness and
self-evaluations) of their career preferences or orientations,
values, skills, attitudes and behaviours that are understood and
regarded by people as being helpful in realising their goals and
achieving career success (Coetzee, 2007). Since research (Coetzee
et al., 2007; Coetzee & Schreuder, 2008; Kanye & Crous, 2007)
has shown that employees’ inner career orientations are related
to their life satisfaction, job/career satisfaction, organisational
commitment, performance and motivation, it is suggested that
both quantitative and qualitative measures be employed to
gain deeper insight into the broader career consciousness of the
individual.

These findings also suggest the need for further refinement of
the items relating to each subscale of the COI, particularly for
the South African organisational context. Moreover, it must be
pointed out that the reliability coefficient cut-off value set for the
purpose of this research was quite stringent. Although Nunnaly
and Bernstein (1994) use 0.70 as a directive, Bartholomew,
Antonia and Marcia (2000) argue that between 0.60 and 0.80
is acceptable. Tredoux and Durrheim (2002) also suggest that
reliabilities as low as 0.30 are quite acceptable in the case of
individual testing when instruments are used to gather group
data. This suggests that the COI could be deemed as acceptable
in the South African organisational context when being used to
obtain group data. However, in the case of individual testing
situations, industrial psychologists and career practitioners
must take note of the occupational context and the unique
characteristics of the respondent when applying the COL
Qualitative data gathering by means of an in-depth interview
(as suggested by Schein, 1990) should complement individual
assessment. Herewith the research hypothesis H2 (the research-
version of the COI developed by Schein, in collaboration with
DeLong (1982a; 1982b), can be applied as a measure to determine
the career orientations of working adults in the South African
organisational context) is rejected with regard to individual
assessments and accepted with regard to broad group-based
measures.

The practical value of the research findings lies in confirming the
importance of considering the diverse career needs of employed
adults in South Africa’s multi-cultural work environment.
Marshall and Bonner (2003) contend that organisations need
people with divergent career anchors, since this provides
organisations with a flexible and diverse workforce. In this
regard, the notion of career anchors provides organisations with a
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valuable framework to help them offer employees opportunities
that are congruent with their career orientations. Brousseau,
Driver, Eneroth and Larsson (1996) also confirm the need to
follow a pluralistic approach to career development practices to
meet employees” diverse needs. As Morrin (cited in Custodio
2004:9) says, an individual’s career success depends on the
extent to which organisations allow their employees to succeed
on their own terms within the context of organisational needs.
While individuals should have an awareness and knowledge
of their unique career needs, motives and goals so they can
work out how to align these with the organisation’s needs,
organisations themselves must find a way to inspire, motivate,
and appropriately reward employees for higher productivity.

The research findings provided a preliminary perspective on
the value of the COI in measuring employees’ inner career
orientations. However, some limitations and recommendations
must be borne in mind concerning the findings of this study.
The demographic profile of the sample warrants caution in
generalising the results to the larger population. Replicating the
study by including a more heterogeneous sample across various
occupational groups and industries as well as employing a
more refined version of the COI along with other measures
of career orientations may add more in-depth insight into the
dynamics of employees’ inner career orientations. Further
research of this nature could result in revised theoretical models
of career orientations and add to one’s understanding of how
these manifest across various cultural or ethnic, age and gender
groups. Future validation studies could also focus on improving
the model fit of the theoretical model underpinning the measure
of career orientations used in this research.
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