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Abstract





Orientation: Career decision-making in the 21st century is increasingly guided by the individuals’ deep-seated values and career orientations, as they are required to become proactive career agents in the pursuit of their career.Research purpose: The objective of the study was to explore the relationship between individuals’ archetypal values (measured by the Pearson–Marr Archetype Indicator) and career orientations (measured by the Career Orientations Inventory). The study also assessed the differences between race, gender, marital status, employment status and age groups regarding the archetypal values and career orientations of the individuals.
Motivation for study: Career counsellors and industrial psychologists are increasingly required to explore new career guidance frameworks that are relevant and appropriate to the evolving nature of careers.
Research design, approach and method: A quantitative survey was conducted. A non-probability sample of 207 voluntary participants employed within the science and engineering sector was obtained.
Main findings: Correlational analyses revealed that the participants’ archetypal values related significantly to their career orientations. The various biographical groups differed significantly regarding their archetypal values and career orientations.
Practical/managerial implications: The findings highlight the importance of understanding the deep-seated archetypal values that seem to explain the individuals’ career choices and decisions, and how these values differ regarding these choices and decisions.
Contribution/value-add: The explanatory utility of the results may prove useful to enhance the individuals’ self-insight in their career choices and experiences. This study represents original research that contributes new knowledge to the field of career psychology and career counselling practices.













Introduction










Key focus of the study





Interest in the nature of careers has escalated in recent times, driven by the need of researchers and career counsellors to understand and define the 21st century career (Hess & Jepsen, 2009). The importance of careers has also increased as the world has become more global, complex, uncertain, diverse and individualistic (Gunz & Peiperl, 2007). Individuals are increasingly required to manage their own careers and take personal responsibility for learning and adapting to the context of their careers (Fugate, Kinicki & Ashforth, 2004). Individuals are required to become proactive career agents in their pursuit to create meaningful lives and careers for themselves in a world characterised by chaotic uncertainty (Schreuder & Coetzee, 2011).These demands on the individuals have led to a renewed interest in the motivations and driving forces patterning individuals’ career development over time (Maree, 2010). In agreement with this, Maree (2010) and Savickas et al. (2009) state that the attention given to understanding the values and motives underlying the individuals’ career decisions and choices, is a prominent focus in post modern career counselling and guidance practices today. In the light of the foregoing trends, this research sets out to determine the relationship between two constructs that form part of the foregoing trends in individual career decision making and career counselling, namely archetypal values and career orientations.












Background to the study





Research suggests that in the pursuit of creating meaningful lives and careers, individuals are looking at careers from a different perspective and tend to be motivated more by self-interest. This self-interest is in their personal lives, and subjective experiences relating to their careers, rather than their organisational survival and organisational accumulation of wealth (Inkson & Arthur, 2001; Savickas, 2005). People seem to use their internal values, goals, and desires to guide their evaluations of their actions and career decisions in the construction of their careers (Schreuder & Coetzee, 2011; Schwartz, 1999). In constructing a career, individuals engage in an ongoing process of adaptation to enhance the match between self and situation and to better realise their self-concept in work (Hartung, 2007). The values driving career decision-making constitute the major ingredient in personal career development (Miller & Miller, 2005), and counsellors need to understand the values that underlie the individuals’ career motives and orientations in order to provide meaningful guidance. As diversity in workplaces has become a key characteristic of the contemporary organisation, career counsellors are also increasingly required to facilitate personal career development for clients from different backgrounds and in different stages of life (Coetzee & Roythorne–Jacobs, 2012).Research further recognises that the individuals’ personal perspectives provide the framework for career development. In this personal perspective careers, are only one of several aspects of personal development for the individual (Tams & Arthur, 2010). Individuals’ dominant life themes and career orientations represent some of the core values driving their personal and career development (Wrzesniewski, 2002). Savickas (2005) argues that the individuals’ personal life stories are used as a carrier of meaning (or holding space), during times of transition, to facilitate continuity in a chaotic and fragmented world. In a post-modern society, the focus of career counselling has, therefore, shifted to helping clients give meaning and purpose to their vocations in life. This is achieved by guiding them to reflect on the motivations and driving forces that pattern their dominant life themes and orientations during the various stages of their personal life journeys (Savickas, 2005).
Carol Pearson’s (1991) archetypal hero’s journey provides a framework for insight into the journey of long-term personal development within the careers context. According to Pearson and Marr (2002), archetypes relate to the desires and motivations common to human beings in all cultural contexts. The archetypal framework helps individuals to identify and understand the archetypal values underlying the dominant life themes active in their lives at a given time, and helps them to gain insight into the direction, needs and potential obstacles to growth and development present in their lives at that time (Pearson & Marr, 2003). The concept of archetypes presents ways of understanding and organising human experience and has previously been applied within a limited number of studies within the careers context (Carr, 2002). It is believed that career counsellors can contribute to the enhancement of the individual’s growth and development through attaining an understanding of archetypal theory and its relation to personal development within the careers context (Pearson & Marr, 2003).
Schein’s (1978) career orientations theory, also referred to as career anchors, provides insight into the values that drive career decisions of people. Career anchors are described as patterns of self-perceived talents and abilities, basic values, motives and needs that pertain to careers and  that influence individuals’ career related decisions (Coetzee & Schreuder, 2009a; Feldman & Bolino, 1996; Greenhaus, Callanan & Godshalk, 2010). Individuals’ career anchors, or underlying interests, motives and values serve the path that guides them in their decision-making (Coetzee & Schreuder, 2009a). Empirical evidence suggests that when individuals achieve congruence between their career anchors and their work environment, they are more likely to achieve positive career outcomes (Feldman & Bolino, 1996). Furthermore, research also indicates individuals’ need for congruence between their work and personal interests, and that individual preferences shift towards career anchors which are focused on the pursuit of personal interests, along with meaningful work (Coetzee & Schreuder, 2008). Individuals decide on career changes based on personal preferences and current circumstances (Coetzee, Schreuder & Tladinyane, 2007; Hess & Jepsen, 2009).
However, research on the relationship between individuals’ archetypal values and their career orientations seems to be limited. This study, therefore, aims to add to the careers literature by investigating the relationship between these constructs with the view to inform career counselling practices in the contemporary multi-cultural workplace context.












Literature review






Archetypal values



 Pearson’s (1991) archetypal model of adult development is used as a framework for studying individuals’ archetypal values in this study. The model is not designed to categorise people according to particular archetypes. As an extension of Jung’s (1968) archetype concept, Pearson’s (1991) model uses the metaphor of the ‘heroic journey’ in order to provide an understanding of the universal challenges and tasks related to adult development. As shown in Table 1, the heroic archetypes are defined as twelve broad emotional, cognitive, and behavioural styles, each with their own psychological theme and their underlying goals, values, and desires (Pearson & Marr, 2003). Understanding which of the archetypes is active in a person’s life enables the identification of psychological needs and potential developmental blocks related to the particular life phase. The archetypal theory also allows for an understanding of the direction of personal development (Du Toit, 2010).Pearson’s (1991) twelve archetype model is a spiral developmental model and is more complex than linear developmental models which contain set sequences of archetypes. Individuals encounter the same archetypes at different levels of integration as personal development progresses along the adult life journey. Combining adult development and the cognitive state, the twelve archetypes are ways of cognitively and emotionally organising life events and experiences in certain preferred manners represented by themes common to all cultures. As such they are typically called forth to handle particular life tasks. Although some archetypes may provide the basis for a person’s core story, others will flow in and out of his or her life in ways appropriate to life stages, circumstances, challenges as well as to the unique quality of mind and soul of the individual involved. In this regard, attention to the archetypes in individuals’ lives may both help one discover some fundamental source of meaning and track where one is on one’s life journey (Pearson & Marr, 2003).
As shown in Table 1, the archetypes of the ‘hero’ (or adult) are developmentally clustered as three groups of four: firstly, the ego or preparation phase of the adult’s or hero’s life journey (composed of the innocent, orphan, caregiver, and warrior), secondly, the soul or the initiation and meaning-making phase of the internal journey of the hero (composed of the seeker, lover, creator and destroyer), and, thirdly, the self which is regarded as the balancing point of the entire psyche (composed of the ruler, magician, sage and jester). The ego phase is usually encountered in greatest measure in young adulthood, regarded as the beginning of the adult journey, and the phase of establishing oneself and one’s ways in the external world. As a person becomes established, he or she often reaches a time of searching, which is a revisiting of the creation of identity and meaning with the internal life and internal soul journey becoming a prominent focus. Having experienced both an outward (ego) and an inward (soul) journey, a person becomes increasingly able to manage and balance the outward and inward life (integrating and expressing the self more fully) (Pearson & Marr, 2003).
Pearson’s (1991) model of archetypes enables individuals to normalise their experiences through the recognition of the universality of certain themes, and their underlying goals, desires and values which act as so called invisible psychological forces that drive people’s behaviour. Individuals are then able to understand these themes in the broader context of life stories which help them to construct meaning in their lives (Pearson & Marr, 2003; Savickas, 2005)


  



















Career orientations



 Schein’s (1978) well-known career anchors theory describes career orientations of people. Schein (1985, p. 28) defines career anchors as ‘the set of self-perceptions pertaining to individuals, firstly, as motives and needs, secondly, as talents and skills, and , thirdly, as personal values that they would not give up if they were forced to make a choice’.Career anchor theory provides a model of career development that takes into consideration the complexity of career development. The self-concept is central to Schein’s (1978) career anchor theory and represents individuals’ knowledge of their skills and talents, their understanding of what is important to the self, and their motives or values that serve as an internal driving force when making career decisions (Coetzee & Schreuder, 2009b; Kanye & Crous, 2007; Schein, 1985; Van Vuuren & Fourie, 2000). Career anchors tend to develop over time and individuals generally discover their career anchors only after having worked for some time (Coetzee & Schreuder, 2009a, 2009b; Ellison & Schreuder, 2000; Van Vuuren & Fourie, 2000). The self-concept is continuously developed based on the insight gained through knowledge and experience (Schein, 2006b).
Research by Schein (1978; 1990; 1996) suggests that most people’s career self-concepts (motives and values) are grounded in eight categories or anchors (summarised in Table 2): 
•	autonomy or independence, which includes a person’s need for freedom from organisational constraints in order to pursue professional competence
•	technical or functional competence, which is the motivation to develop one’s technical or functional knowledge and expert skill
•	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
•	entrepreneurial creativity, the need to create or build (rather than manage) something that is entirely one’s own project
•	lifestyle, the need to integrate work, family, and self-concerns into a coherent lifestyle
•	pure challenge, the need to test one’s abilities by single-mindedly focusing on winning out over or competing with extremely tough opponents and solving a variety of challenging problems
•	service or 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 
•	security or stability, the need for job security (associated with benefit packages and long-term employment) in an organisation and stability in a geographical area. Table 2 provides a brief overview of the core goals, desires and values underlying each of the eight career anchors.


  







The relationship between archetypal values and career orientations


 In accordance with Jung’s (1968) archetypal theory of the psyche, the archetypal values underlying Pearson’s (1991) twelve archetypes form part of the content of the collective unconscious and are generated from repeated experiences of earlier generations. The career orientations included in Schein’s (1978) career anchor theory are hypothesised to form part of the conscious content of the psyche. This hypothesis is motivated by the fact that Schein’s (1978) career anchors are based on an individual’s experience, systematic self-diagnosis and self-insight and their interests and abilities. These career anchors are stabilising and consistent values that influence decision-making (Du Toit, 2010). The characteristics of career anchors are consistent with Jung’s (1968) conceptualisation of the conscious, including an individual’s process of structuring reality, and the structuring and creation of an individual’s awareness of him or herself. Jung (1968) further proposed that the individual constructs an identity of themselves through the internal functioning of the conscious, whilst Schein (2006b) consistently states that career anchors consist of an individual’s personal view of themselves, their view of their life and their self-concept. Therefore, the inclusion of career anchors as part of the conscious seems to be consistent with both Jung’s (1961) conception of the psyche and with Schein’s (1978) conception of career anchors.Pearson’s (1991) theory of archetypes suggests that the innocent and the orphan archetypal values have a close relationship with the security or stability career orientations. The innocent archetype describes an individual who is dependent on others for care and safety (Pearson, 1991). Individuals with this archetype prominent within their lives, expect organisations to provide them with safety and care for the entirety of their careers. The security or stability career orientation is also associated with a strong need for a stable career and is often reflected as a search for financial and geographical security (Schein, 2006b). Security or stability is a prominent career anchor for individuals in the context of volatile economic situations and increasing unemployment (Erdogmus, 2004). The creator and magician archetypal values may be related to the entrepreneurial creativity career orientation. The creator archetype is characterised by inspiration and creativity (Pearson, 1991). Individuals with this archetypal value present in their lives have a vision of their future, and wish to play an active role in creating the future they envision for themselves (Pearson, 1991). The magician archetypal value is mainly concerned with transformation and creating an environment that is conducive to the growth of others (Pearson, 1991). The entrepreneurial creativity career orientation is driven by the desire to create or build something new (Schein, 1985; 2006b). 
The seeker and destroyer archetypal values may be related to the autonomy or independence and pure challenge career orientations. Individuals with the seeker prominent in their lives experience conflict between individuation and conformity (Pearson, 1991). The destroyer enables an individual to let go of things that do not support his or her goals (Pearson, 1991). Through the activation of the destroyer archetypal value individuals can create a better environment for themselves (Pearson, 1991). The autonomy or independence career orientation is associated with a desire to be free from organisational restrictions (Schein, 1985; 2006b). Individuals with this value become frustrated with rules and regulations, and seemingly senseless routine tasks (Schein, 1985; 2006b). Individuals with this career orientation are driven by their desire to live according to their own choices (Feldman & Bolino, 2000). The pure challenge career orientation involves solving problems and being challenged within a career. Failure to be challenged leads to boredom and frustration (Schein, 1985; 2006b). The warrior and the ruler archetypal values appear to be related to the general managerial competence career orientation. The warrior archetypal value is characterised by goal attainment and carefully formulated plans (Pearson & Marr, 2003). In the organisational context the warrior archetype enables individuals to assert and protect themselves and is also associated with excellent performance (Pearson, 1991). When the ruler archetypal value is dominant within an individual’s life, they are concerned with forming a vision and setting goals (Pearson & Marr, 2003). The ruler archetype is also associated with power and using power in a responsible manner (Pearson, 1991). Within the work environment the ruler is often seen as a culmination of experience and knowledge and represents the management and leadership roles that an individual fulfils (Pearson, 1997). The general managerial competence career orientation involves a desire to amalgamate the efforts of different people (Schein, 2006b). Individuals who hold this career orientation are often drawn to roles with power and responsibility that enable them to use their interpersonal skills (Schein, 1985; 2006b). 
The lover and the caregiver archetypal values seem to be related to the service or dedication to a cause career orientation. The lover archetypal value represents relationships and commitment (Pearson, 1991). The lover becomes evident when an individual experiences his or her career as a calling (Pearson, 1998). The caregiver archetypal value is mainly concerned with nuturance, comfort and encouragement (Pearson & Marr, 2003). When this archetype is activated within an individual, the focus is on caring for others and making a difference in people’s lives and the world in general (Pearson, 1998). People who hold the service or dedication to a cause career orientation are driven to achieve value in the areas of the world where they are involved (Schein, 1985; 2006). These individuals’ main concern is helping others. They view their careers as a calling and possess a strong sense of purpose (Coetzee & Schreuder, 2009b).
The jester archetypal value appears to be associated with the lifestyle integration career orientation. The jester archetypal value inspires enjoyment of life and focuses on the process of reaching goals instead of just focusing on attaining goals (Pearson, 1991). The jester also allows individuals to express themselves in a manner that is true to the self (Pearson, 1991). The lifestyle integration career orientation is mainly concerned with the integration of various aspects of an individual’s life. These individuals strive to achieve a balance between work, life, family and friends (Schein, 1985; 2006b).
The sage archetypal value seems to be related to the technical or functional competence career orientation. The sage seeks for a deeper understanding of people, life and issues without wishing to control or change these factors (Pearson, 1991). The sage is evident within specialists or experts who use this archetypal value to understand research problems by focusing on a specific field of study (Pearson, 1997). Individuals who hold the technical or functional competence career orientation place high value on their skills and link their sense of identity to challenges in their field (Schein, 1985; 2006b). These individuals find intrinsic meaning in their careers and see their careers as an extension of themselves and their talents (Schein, 1985; 2006b). Whereas individuals’ dominant career anchors tend to remain relatively stable once a level of stabilisation is reached in their jobs or careers (Schein, 1985), their archetypal life themes change over time as they encounter new situations and evolve as human beings (Pearson & Marr, 2003).



  








Individual differences: Archetypal values and career orientations



 Research revealed that race groups differ according to their archetypal values (Pearson & Marr, 2003) but not in terms of their career anchors (Coetzee, 2008). Pearson (1991) reports gender difference in archetypal values. However, the information regarding gender differences in career orientations is contradictory. Danzinger and Valency (2006) found differences between gender groups, whilst Coetzee and Schreuder (2008) found no significant differences between gender groups. Age is an important consideration within career studies (Coetzee & Schreuder, 2008). The literature (Coetzee & Schreuder, 2008; Ellison & Schreuder, 2000; Pearson & Marr, 2003) suggests that individuals from different age groups differ according to their archetypal values and career orientations. Differences in marital status also seem to lead to differences in archetypal values and career orientations (Coetzee & Schreuder, 2008; Pearson, 1991). Limited literature is available on the differences between archetypal values of groups with a differing employment status. However, there is evidence that employment status plays a role in career orientation (Danzinger & Valency, 2006; Feldman & Bolino, 2000)


  











Research objective





The theoretical framework presented in the previous section suggests that the constructs of archetypal values and career orientations are conceptually related. The objective of the study was, therefore, to explore the relationship between individuals’ archetypal values and career orientations, and to measure the differences in the archetypal values and career orientations
of different race, gender, marital status, employment status and age groups within the South African organisational context.











The potential value add of the study






This study extends the research on the internal career. Understanding the relationships between these variables could provide valuable
insights about career counselling frameworks that address the changing needs of clients in a post-modern multi-cultural society.















Research design











Research approach





A field survey was utilised to obtain primary data, which were used to investigate the research objectives. A cross-section approach to data gathering was used.













Research method














Participants



 A non-probability sample of 207 individuals, employed as scientists and engineers by an organisation within the science and engineering sector, participated in the study. Regarding racial composition, the sample consisted of 63% Black people (53% African people; 5% Coloured people; 5% Indian people) and 37% White people. The participants comprised 60% males and 40% females. The participants were predominantly in their early career life stages, with 46% of the sample between the age of 26 and 40 years old; 37% of the sample were 25 years and younger; 14% were aged between 41 and 55 years; and 3% of the sample were 56 years and older. The participants had a relatively high educational level, with 26% having attained post-graduate level qualifications
 and 47% having attained a degree, diploma or certificate-level higher education qualification.

  






Measuring instruments

 The Pearson–Marr Archetype Indicator (Pearson & Marr, 2003) was used to measure archetypal values, and the Career Orientations Inventory (Schein, 2006a) was used to measure career orientations. The Pearson–Marr Archetype Indicator (PMAI) is a self-rated, multi-factorial measure that contains 12 subscales (innocent, orphan, seeker, warrior, caregiver, destroyer, creator, lover, sage, magician, ruler and jester) consisting of a total of 72 items. Responses were measured on a 5-point Likert-type scale. Acceptable internal consistency reliability and construct and factorial validity were evidenced by Pearson and Marr (2003) who report Cronbach’s alpha coefficients of 0.57 (innocent), 0.71 (orphan), 0.70 (warrior), 0.73 (caregiver), 0.61 (seeker), 0.66 (destroyer), 0.71 (lover), 0.67 (creator), 0.69 (ruler), 0.67 (magician), 0.61 (sage) and 0.76 (jester). A South African study conducted by Els (2004) reported acceptable levels of internal consistency for most of the archetypes, varying from 0.51 (innocent) to 0.71 (caregiver and ruler). The exception was the seeker archetype which had yielded a Cronbach’s alpha coefficient of 0.36. 
As the PMAI has not been standardised for South African populations, scale reliabilities were conducted for the sample group. In the present study, the Cronbach’s alpha coefficients (internal-consistency coefficients) for the subscales ranged from 0.50 to 0.71. The relatively low reliability coefficients obtained for the PMAI were taken into account in the interpretation of the results.
The Career Orientations Inventory (COI) (Schein, 2006a) is an established instrument that has been used to measure career orientations both internationally and in South Africa. The COI is a self-report measure that contains 40 items. Responses were captured on a 6-point Likert-type scale. The COI has evidenced good psychometric validity and reliability in other South African samples (Coetzee & De Villiers, 2010; Coetzee & Schreuder, 2008, 2009a; 2009b; Ellison & Schreuder, 2000; Van Vuuren & Fourie, 2000), with Cronbach’s alpha coefficients varying between 0.46 and 0.85 in these studies. 
In accordance with the guidelines provided by De Vos, Strydom and Fouche (2009) and Foxcroft and Roodt (2001), the psychometric properties of the PMAI and the COI were regarded as acceptable, as the study aimed to measure broad, group-based trends for research purposes.




  









Research procedure



  Ethical clearance and permission to conduct the study was obtained from the management of the organisation that participated in the study. Participation was voluntary and employees were given the opportunity of attending one of several allocated sessions. At the beginning of each session the researcher explained the purpose of the research, and participants were assured of confidentiality and anonymity and the voluntary nature of participation. A cover letter was provided that explained the purpose of the research, procedure, potential benefits, confidentiality, anonymity, participation and withdrawal. All participants also completed a written consent form. Participants completed the questionnaires in the session allocated for this
  purpose, and they returned the completed questionnaires to the researcher and psychometrist who coordinated the session.

  








Data analysis


  The Statistical Program for Social Sciences (SPSS, 2008) was used to analyse the data. Descriptive statistics, correlational and inferential statistics were calculated. Cronbach’s alpha coefficients were used to assess the internal consistency of the measuring instruments. Pearson product-moment correlations were calculated to assess the direction and strength of the relationships between the variables. In order to counter the probability of a type I error, the significance value was set at the 95% confidence interval level (p ≤ .05). For the purposes of this study, r-values larger than .30 (medium effect) (Cohen, 1992) were regarded as practically significant. The t-test was used to compute the differences between groups (Black and White people, males and females, single and married persons, as well as permanent and part-time groups).
  ANOVAs were performed to test for significant mean differences between the various age groups.


  









Results









Descriptive statistics






The means and standard deviations of each of the PMAI and COI subscales are presented in Table 3. Table 3 shows that the sage archetype (M = 4.04; SD = 0.41), was the dominant archetypal value for the sample. The innocent, destroyer and orphan archetypes had the lowest mean scores. The means and standard deviations of each COI subscale are represented in Table 3. Participants scored the highest on the lifestyle (M = 4.52; SD = 0.85), pure challenge (M = 4.50; SD = 0.91), service or dedication to a cause (M = 4.31; SD = 0.91), and technical or functional competence (M = 4.30; SD = 0.72) career orientations subscales. The general managerial competence career orientations subscale yielded the lowest mean score (M = 3.20; SD = 1.01).







Correlations between archetypal values and career orientations



  Table 4 shows that the innocent variable is only related significantly and negatively to the security or stability career orientation (r = -.16; p ≤ .05; small practical effect size). No significant correlation is observed between the orphan variable and the COI variables. The security or stability career orientation variable does not relate significantly to the creator, ruler, magician and sage variables. The lifestyle career orientation does not relate significantly to the destroyer and ruler variables. The autonomy or independence career orientation does not relate significantly to the innocent, warrior, caregiver, lover and destroyer variables. The significant correlations between the PMAI and COI variables were mostly small in practical effect size (r ≤ .29)
   with some exceptions of medium practical effect size (r ≥ .30 ≤ .50).

  







Inferential statistics: tests for significant mean differences


  Marital status: The t-tests results in Table 5a reflect significant differences between single and married respondents concerning the seeker and destroyer archetypal values. Single respondents scored significantly higher on both the seeker (M single = 3.59; M married = 3.42) and destroyer (M single = 2.89; M married = 2.66) archetypal values. There were no significant differences between the mean scores of single and married respondents on the career orientations variables.Employment status: The t-tests results in Table 5a reflect that part-time employees scored significantly higher than full-time employees on the jester (M full time = 3.66; M part-time = 3.95) archetypal value only.
Age: The ANOVA results displayed in Table 6 shows that age groups differed significantly according to the ruler, magician and jester archetypal values. It appears that there is a linear relationship between age and the ruler archetypal value, as respondents in the age group 41 years and older scored significantly higher than respondents in the 26–40 year and 25 years and younger age categories (M 25 and younger= 3.76; M 26-40 = 3.95; M 41 and older = 4.01). Respondents in the 26–40 years age group scored significantly higher on the magician archetypal value than the 41 years and older and the 25 years and younger age groups (M 25 and younger = 3.75; M 26–40 = 4.03; M 41 and older = 3.87). The respondents in the age group 25 years and younger scored significantly higher than older respondents on the jester archetypal value (M 25 and younger = 3.88; M 26–40 = 3.73; M 41 and older = 3.57). The only career orientation that resulted in significant differences between the age group was the entrepreneurial creativity (M 25 and younger = 3.85; M 26-40 = 4.20; M 41 and older = 3.55) career orientation, with the 26–40 year group scoring significantly higher than the other two groups.



  





























Discussion






The objective of the study were to explore the relationship between the archetypal values and career orientations of a sample of participants in the science and engineering sector,
and to empirically assess whether or not they differed significantly regarding their archetypal values and career orientations.









    













Archetypal values profile



The archetypal values profile suggests that the participants felt strongly drawn to the archetypal value of the sage which indicates a strong desire for continuous learning. The three dominant archetypal values of the participants (sage, magician and ruler), suggest that the participants are currently in a phase of development in which they desire the power and authority to participate in challenging opportunities that allow them to develop their expertise and knowledge, and test their talents and abilities. One possible explanation for this could be that the characteristics of this archetypal value are socially desirable (Pearson & Marr, 2003) and, therefore, participants may be more likely to acknowledge its presence within their lives. A second possible explanation is that this archetype relates to the particular stage of life of the participants, namely the early life stage which is typically the stage in which young adults strive to explore opportunities for creative self-expression (Schreuder & Coetzee, 2011).The innocent archetypal value fell within the midrange scores but together with the destroyer and the orphan, received the lowest scores from the sample. Similar results are reported by Pearson and Marr (2003) and Els (2004). Pearson and Marr (2003) suggest that these results occur because the innocent and the orphan archetypal values consist of dependent characteristics that are not acceptable within the work environment. The destroyer is usually activated for short periods within an individual’s life in order to provide strength for ending or changing difficult situations or relationships and would , thus, not be expected to be prominent in a large sample.


  





Career orientations profile



   The career orientations profile of the participants indicated a preference for the lifestyle and pure challenge career orientations, followed by the service or dedication to a cause career orientation. These preferences suggest that the participants’ career decisions are mostly driven by their personal need for work–life balance, and their desire for the power and freedom to be exposed to tasks and situations that provide a constant variety of challenging opportunities for self-tests, and pursuing their personal values. These findings are in line with the archetypal profile of the participants described earlier. The findings of this study also confirm Feldman and Bolino (1996), Kniveton (2004) and Coetzee and Schreuder’s (2008) observation that individuals are inclined to associate with multiple career anchors. A noteworthy finding from this study is the confirmation of the finding by Coetzee
   and Schreuder (2008) that indicates a noticeable shift away from the security or stability career orientation to the service or dedication to a cause and lifestyle integration, career orientations.

  









Relationship between archetypal values and career orientations




   Participants with the sage as their dominant archetypal value also seem to value the career orientation pure challenge. This is in keeping with Pearson’s (1991) description of the sage as the sleuth archetype that is mainly concerned with understanding the truth of a matter and solving problems. Schein (2006b) describes individuals who hold the pure challenge career orientation as those individuals who define success as overcoming obstacles, and enjoy solving unsolvable problems along the way. Du Toit (2010) found in this regard that individuals with a pure challenge career orientation tend to perceive success according to the problems they have solved or the obstacles they have overcome.Participants with the ruler as their dominant archetypal value seem to value the career orientations of general managerial competence and entrepreneurial creativity. The ruler archetypal value focuses on the amalgamation of experience, knowledge and the efforts of others in order to govern or manage a specific area (Pearson, 1991). It is, therefore, possible that this archetypal value would manifest in the work environment as an entrepreneurial creativity or a general managerial competence career orientation. A study conducted by Coetzee and Schreuder (2009a) also indicated the general managerial competence and entrepreneurial creativity career orientations to have overlapping values. Within the work environment, the ruler archetype is focused on fulfilling management or leadership roles, meeting task roles and creating a better work environment for others. 
The participants who indicated the seeker as their dominant archetypal value were also likely to indicate entrepreneurial creativity, general managerial competence, autonomy or independence and pure challenge career orientations. This finding is in agreement with those reported by Coetzee and Schreuder (2009a) which indicated the general managerial competence, entrepreneurial creativity and pure challenge career orientations to have overlapping values. The seeker is usually activated by feelings of dissatisfaction, confinement and a constant search for something better (Pearson & Marr, 2003). The ruler archetype is also associated with a need to have and display materialistic tokens of success such as cars, houses and clothes (Pearson, 1991). Within the work environment this can manifest as a need to create something new. These individuals express a strong need to show others that they are good enough. Individuals with the entrepreneurial creativity career orientation view making money as a key measure of success (Schein, 2006b). These individuals continually need to reinvent themselves, their products, their services and their organisations. They always need new challenges and need to achieve more. 
Participants who indicated the seeker as their dominant archetypal value also displayed the general managerial competence and autonomy or independence career orientations. Individuals with the general managerial competence career orientation tend to strive for higher positions that entail more responsibility, seniority, financial rewards and larger budgets (Schein, 2006b). It is possible that these individuals have an activated seeker archetype that drives the search for growth. Individuals with the autonomy or independence career orientation experience an overwhelming need to perform things their own way, and find it difficult to commit to the organisation’s way of implementing tasks, and tend to find organisational life quite restrictive (Schein, 2006b). 
Participants with a dominant seeker archetypal value also tend to have a dominant pure challenge career orientation. Just as the seeker archetype is constantly looking for new opportunities, new adventures or a new ways of finding identity and meaning (Pearson, 1991), individuals with the pure challenge career orientation need to constantly overcome newer and tougher challenges (Schein, 2006b). The pure challenge career orientation, thus, reflects another way in which the seeker archetypal value can manifest within individuals in the work environment. 
Participants with a dominant lover archetypal value seem more likely to have a dominant lifestyle integration career orientation. The lover archetype is indicative of a broader perspective on life (Pearson, 1991; Pearson & Marr, 2003) and it seems, therefore, logical that finding a work–life balance is the prominent career orientation of individuals with this archetypal value. 
The creator archetypal value showed a significant positive relationship with the pure challenge career orientation. This finding is not unexpected as both variables concern conquering and creating something new. The shadow creator is especially intolerant of routine tasks (Pearson & Marr, 2003), which is an intolerance that is shared by individuals with the pure challenge career orientation. Individuals with this career orientation need to test themselves constantly (Schein, 2006b). 
The pure challenge and general managerial competence career orientations both displayed a significant positive association with the warrior archetypal value. However, the presentation of the warrior archetype differs slightly in the two career orientations. Both career orientations include the competitive nature of the warrior archetype, which manifests in the pure challenge career orientation as a need to prove that he or she can conquer anything or anybody (Schein, 2006b), and in the general managerial competence career orientation as the drive to get ahead and advance up the corporate ladder (Schein, 2006b). The expression of the shadow warrior is also evident in both these career orientations and is associated with power and competitiveness. Moreover, interestingly enough, Schein (2006b) uses the word warrior to describe individuals with the pure challenge career orientation, specifically with reference to the shadow warrior archetype that makes these individuals difficult both as supervisors and as families to manage (Pearson & Marr, 2003). The shadow warrior is evident in individuals with the general managerial competence career orientation, when they dominate or suppress others as a result of their managerial or senior positions.
The jester archetypal value is significantly associated with the general managerial competence career orientation. This archetype is significantly positively associated with wisdom and experience (Pearson, 1991), yet can be expressed in a different manner involving lack of respect for both authority and boredom with routine. The general managerial competence career orientation is also associated with wisdom, knowledge and experience, and tends to represent individuals with a high performance drive and sense of responsibility (Schein, 1990). The jester potentially provides the individual within a managerial role with the resilience to respond to, and deal with, highly stressful environments.
Participants with entrepreneurial creativity or service or dedication to a cause as their preferred career orientations appear to be significantly associated with the magician archetypal value. These two career orientations seem to represent two different expressions of the magician archetype. In the entrepreneurial creativity career orientation the magician archetype relates to transforming an individual’s reality, whereas in the service or dedication to a cause career orientation it is concerned with transforming the reality of others. When the magician is expressed as the entrepreneurial creativity career orientation, it involves the grounding of a vision (Pearson & Marr, 2003), and is often accessed in response to difficulty in the environment. When the magician is expressed as the service or dedication to a cause career orientation, the focus is mainly on the transformation of other people. The magician is often visible in individuals and in occupations such as doctors, psychologists or other health practitioners (Pearson, 1991). These occupations are also prominent in individuals with the service or dedication to a cause career orientation. Schein (2006b) specifically links the service or dedication to a cause career orientation with the helping professions such as medicine, nursing, social work and teaching.

  













Differences between groups with regard to archetypal values and career orientations





Race


White participants obtained significantly higher mean scores on the caregiver archetypal value. This finding is similar to a finding by Els (2004). A possible explanation for this difference could be that the Black individuals were raised in an oppressive political system, which forced them to develop an active struggling and fighting mindset towards power (Els, 2004). The Black participants in the study had significantly higher mean scores than their White counterparts of the seeker, destroyer and magician archetypal values. These archetypal values are all associated with transformation. The seeker archetype is triggered by dissatisfaction and characterised by a longing for a better life, focused on personal growth, development and transformation (Pearson & Marr, 2003). The destroyer archetype is associated with forced change and often relates to injustice and powerlessness. The destroyer archetype may force transformation in order to change old ways of performing tasks. The magician archetype is associated with the transformation of both personal reality and the reality of others (Pearson, 1991). Within the South African context the concept of transformation is likely to be of particular importance for Black participants. Over the past 16 years the post-apartheid Black South Africans were catalysts for major transformations in South Africa. This political transformation was triggered by dissatisfaction with their circumstances and was eventually realised through forced change and power. This form of transformation is associated with the magician archetypal value (Du Toit, 2010).The results indicated significant differences between race groups in terms of  to the entrepreneurial creativity, general managerial competence, service or dedication to a cause and autonomy or independence career orientations. Black participants scored significantly higher than their White counterparts on all of these career orientations. This finding contradicts the finding of Coetzee and Schreuder (2008), that Black participants had lower mean scores than other race groups regarding the entrepreneurial creativity career orientation. The Black participants also scored significantly higher than the White participants with regards to the general managerial competence career orientation, a finding which is confirmed by Coetzee and Schreuder’s (2008) study. Coetzee and Schreuder (2008) suggest that these findings might be related to the Employment Equity opportunities that are currently available to Black employees within the South African organisational context.






  









Gender


  Pearson & Marr (2003) suggest that the archetypal scores of men and women differ. However, Els (2004) found no significant gender differences in archetypal values. In the current study males and females differed significantly in terms of the creator, seeker, lover and sage archetypal values. Although the present study expected to find gender differences, the gender differences reported in this study are different to those reported in previous studies. The male participants consistently scored significantly higher than female participants on the creator, seeker, lover, and sage archetypal values. This may be indicative of the patriarchal nature of South African society. Pearson (1991) emphasises that although gender identity is individual, it is also a cultural and political issue. The patriarchal nature of the male archetypal values is not a surprising finding within the historical context of female oppression in South Africa. However, the study’s finding regarding the prevalence of the lover archetypal value in the male group, is contrary to Pearson and Marr’s (2003) suggestion that women are more likely to reflect the lover archetype, as it contains values related to commitment and connectedness. The sage archetype is associated with behaviour characterised by fairness and objectivity, which are traditionally viewed as masculine traits. The finding regarding the prominence of the sage archetype in the male group is, thus, in keeping with previous research. Pearson and Marr (2003) state that the seeker archetype is more prominent amongst men, and this was the case in the current research study. However, Pearson (1991) states that the creator archetype is associated with both male and female development but in the current study the creator archetype was more prominent amongst men.The present study found differences in the career orientations of males and females. This finding contradicts the finding by Erdogmus (2004), who reported no differences between gender groups. The study found no significant gender differences in terms of the lifestyle integration career orientation. This confirms the findings of Coetzee and Schreuder (2008) but contradicts the findings of Danzinger and Valency (2006), who reported a significantly higher occurrence of the lifestyle integration career orientation amongst the women in their sample. In the current research males scored significantly higher on the pure challenge, general managerial competence and entrepreneurial creativity career orientations. These findings confirm Coetzee and Schreuder’s (2008) suggestion that males are more needs and talent-orientated in their career orientations than their female counterparts. Men appear to be highly motivated by challenges and variety within their work environment. They also seem to require limited supervision from other people, as they prefer positions of authority. This finding supports earlier findings regarding the patriarchal nature of the South African organisational context (Els, 2004).



  





Marital status



 The single participants within this study were more likely than their married counterparts to reflect the creator and the destroyer archetypal values. These archetypal values both form part of the inward journey phase
 of individual development, and are associated with the development of the soul through spiritual meaning making (Pearson, 1991). The creator and destroyer are not focused on commitment, but are related to a refusal to settle and to releasing things that are not related to one’s own vision and standards
(Pearson, 1997).No difference was found regarding the career orientations of groups with differing marital status. This is in accordance with the findings of Erdogmus (2004) but contradicts the findings of Coetzee and Schreuder (2008).


  








Employment status



   Participants who are part-time employees were more likely to reflect the jester archetypal value. This finding corresponds with the expectation that part-time employees experience more enjoyment or joy, excitement, liberation and freedom, than their full-time employee counterparts and are, therefore, also more likely to be playful, curious, present-oriented, impulsive and unconcerned with the opinions of others (Pearson & Marr, 2003, p. 14). Full-time employee status is associated with values of safety, security and responsibility. No difference was found in terms of  the career orientations of groups with differing employment status.

  












 Age

  During the early life career stage (25 years and younger) individuals are faced with challenges such as establishing their identity, developing autonomy and self-reliance, becoming established, becoming committed and being employed (Schreuder & Coetzee, 2011). This age group displayed a significantly higher preference for the jester archetypal value, which is associated with curiosity, playfulness, the expression of enjoyment and aliveness. The values associated with the jester archetype seem to reflect the developmental tasks of the early life stage, as these individuals are still predominantly occupied with exploring new opportunities for self-expression.During the middle life career stage (26–40 years) individuals are focused on refining their identity, clarifying values, pursuing occupational satisfaction, maintaining health and well-being and finding a balance between agency and communion (Schreuder & Coetzee, 2011). These goals relate to the underlying archetypal values of the magician, which was found to be most prominent amongst members of this age group. The magician relates to transformation within, and having the power to solve challenging problems in innovative ways (Pearson, 1991). These themes are in line with those often reflected in the needs related to the developmental life tasks of this age group (Schreuder & Coetzee, 2011). This age group also showed a preference for the entrepreneurial creativity career orientation, which emphasises a need for new challenges, freedom and power.
The late life career stage (41 years and older) focuses on dealing with socio-emotional losses, making satisfactory physical living arrangements, preparing for retirement, maintaining health and emotional well-being, and contributing to society (Schreuder & Coetzee, 2011). This is consistent with the values exhibited by the ruler archetype, which was the most prominent archetypal value in this age group. The ruler archetype is mainly concerned with ‘creating an orderly kingdom’, having power and authority, or being in control, and finding ways to make one’s fullest and most authentic contribution that benefits the greater good of all (Pearson, 1997).




  











Limitations and recommendations





Because the present study has been limited to a sample of participants, predominantly employed in the science and engineering industry in the South African organisational context, the findings cannot be generalised to other occupational contexts. Furthermore, given the exploratory nature of the research design, this study can yield no statements about causation. Associations between the variables have, therefore, been interpreted rather than established. These findings, therefore, need to be replicated with broader samples across various occupational, race, gender groups and economic sectors before final conclusions
are drawn about the relationship between individuals’ archetypal values and their career orientations.















Conclusions and implications for practice






The value of the findings obtained in the present study lies in the explanatory utility of the identified archetypal values that seem to relate to the motives, values and preferences associated with the participants’ career orientations. However, each of the identified archetypal values is important only with regard to the conceptually related career orientation. Overall, it can be concluded that the values and qualities underlying the current active archetypal life themes, act as psychological forces that give impetus to the expression of the career self-concepts associated with the participants’ dominant career orientations. Moreover, the findings suggest that the participants’ archetypal values (as the sub-conscious psychological drivers of their behaviour) tend to be related to the particular life and development stage of the individual. These may provide broader meaning in understanding the career orientations that drive the
diverse groups of individuals’ career choices and decisions. In this regard, the constructs studied in the present study seem to provide a useful career counselling framework for increasing self-awareness, helping individuals expand their perspectives, and options, and find greater fulfilment and meaning in crafting their life journeys. This study represents original research that contributes new knowledge to the field of career psychology and career counselling practices.











 Acknowledgement









Competing interests





The authors declare that they have no financial or personal relationship(s)
which may have inappropriately influenced them in writing this paper.










Authors’ contributions





D.M.d.T. (University of South Africa) conducted the research and statistical analyses, and assisted with the writing of the report. M.C. (University of South Africa)
supervised the research project and assisted with the data analyses, and the writing of the report.













References





Carr, A. (2002). Jung, Archetypes and mirroring in organisational change management: Lessons from a longitudinal case study.
Journal of Organizational Change Management, 15(5), 477–489. 
http://dx.doi.org/10.1108/09534810210440388
Coetzee, M. (2008). Psychological career resources of working adults: A South African survey. SA Journal of Industrial Psychology, 34(2), 10–20.
Coetzee, M. (2012). Archetypal life themes, career orientations and employability satisfaction of higher education students: A postmodern career counselling perspective. SA Journal of Higher Education, in press.
Coetzee, M., & De Villiers, M. (2010). Sources of job stress, work engagement and career orientations of employees in a South African financial institution. Southern African Business Review, 14(1), 27–57.
Coetzee, M., & Roythorne–Jacobs, H. (2012). Career counselling and guidance in the workplace: A manual for career practitioners. (2nd edn.). Cape Town: Juta.
Coetzee, M., & Schreuder, A.M.G. (2008). A multi–cultural investigation of students’ career anchors at a South African higher education institution. South African Journal of Labour Relations, 32(2), 45–65.
Coetzee, M., & Schreuder, A.M.G (2009a). Using the Career Orientations Inventory (COI) for measuring internal career orientations in the South African organisational context. SA Journal of Industrial Psychology, 35(1), 1–13. 
http://dx.doi.org/10.4102/sajip.v35i1.806

Coetzee, M., & Schreuder, A.M.G. (2009b). Psychological career resources as predictors of working adults’ career anchors: An exploratory study. SA Journal of Industrial Psychology/SA Tydskrif vir Bedryfsielkunde, 35(1), Art. #833, 13 pages. http://dx.doi.org/10.4102/sajip.v35i1.833
Coetzee, M., Schreuder, A., & Tladinyane, R. (2007). Organisational commitment and its relation to career anchors. Southern African Business Review, 11(1), 65–86.
Cohen, J. (1992). Quantitative methods in psychology: A power primer. Psychological Bulletin, 112(1), 153–159.
Danzinger, N., & Valency, R. (2006). Career anchors: Distribution and impact on job satisfaction, the Israeli case. Career Development International, 11(4), 293–303. 
http://dx.doi.org/10.1108/13620430610672513

De Vos, A., Strydom, H., Fouche, C., & Delport, C. (2009). Research at Grass Roots: For the social sciences and human service professions. Pretoria: Van Schaik Publishers.
Du Toit, D. (2010). The relationship between archetypal values, career orientations, perceived career success and meaningfulness. Unpublished masters dissertation, University of South Africa, Pretoria. 
Ellison, J.A., & Schreuder, A.M. (2000). The relation between career anchors, occupational types and job satisfaction of midcareer employees. SA Journal of Industrial Psychology, 26(2), 1–6.
Erdogmus, N. (2004). Career orientations of salaried professionals: The case of Turkey. Career Development International, 9(2), 153–175. 
http://dx.doi.org/10.1108/13620430410526193

Els, C.J. (2004). Personal archetypes, aspects of personality and psychological well-being. Unpublished masters dissertation, North West University, Potchefstroom, South Africa. 
Feldman, D.C., & Bolino, M.C. (1996). Careers within careers: Reconceptualising the nature of career anchors and their consequences. Human Resource Management Review, 6(2), 89–112. 
http://dx.doi.org/10.1016/S1053-4822(96)90014-5

Feldman, D.C., & Bolino, M.C. (2000). Career patterns of the self-employed: Career motivations and career outcomes. Journal of Small Business Management, 38(3), 53-67. 
Foxcroft, C., & Roodt, G. (2001). An introduction to psychological assessment in the South African context. Cape Town: Oxford University Press Southern Africa.
Fugate, M., Kinicki, A.J., & Ashforth, B.E. (2004). Employability: A psycho-social construct, its dimensions, and applications. Journal of Vocational Behaviour, 65, 14–38. 
http://dx.doi.org/10.1016/j.jvb.2003.10.005

Greenhaus, J.H, Callanan, G.A., & Godshalk, V.M. (2010). Career Management. (4th edn.). New York: Sage.
Gunz, H., & Peiperl, M. (2007). Handbook of career studies. London: Sage.
Hartung, P.J. (2007). Career construction theory and practice: Structure, strategies, stories and style. In J.G. Maree (Ed.), Shaping the story: A guide to facilitating narrative career counselling (pp. 103–120). Pretoria: Van Schaik.
Hess, N., & Jepsen, D. (2009). Career stage and generational differences in psychological contracts. Career Development International, 14(3), 261–283. http://dx.doi.org/10.1108/13620430910966433

Inkson, K., & Arthur, M.B. (2001). How to be a successful career capitalist. Organizational Dynamics, 30(1), 48–61. 
http://dx.doi.org/10.1016/S0090-2616(01)00040-7

Jung, C. (1968). The Collected Works of C. G. Jung: The Archetypes and the Collective Unconscious. (2nd edn., Vol. 9, Part 1). (R. Hull, transl.). New York: Princeton University Press.
Kanye, B., & Crous, F. (2007). Graduate interns’ experiences: A career orientations approach. SA Journal of Industrial Psychology/SA Tydskrif vir Bedryfsielkunde, 33(3), 84–93.
Kniveton, B.H. (2004). Managerial career anchors in a changing business environment. Journal of European Industrial Training, 28(7), 564–573. 
http://dx.doi.org/10.1108/03090590410549984

Maree, J.G. (2010). Brief overview of the advancement of postmodern approaches to career counseling. Journal of Psychology in Africa, 20(3), 361–368.
Miller, M., & Miller, T. (2005). Theoretical application of Holland’s theory to individual decision-making styles: Implications for career counsellors. Journal of Employment Counseling, 42(1), 20–28. 
http://dx.doi.org/10.1002/j.2161-1920.2005.tb00895.x

Pearson, C.S. (1991). Awakening the heroes within: Twelve archetypes to help us find ourselves and transform our world. New York: HarperCollins.
Pearson, C.S. (1997). Invisible forces: Harnessing the power of archetypes to improve your workplace. San Francisco: Centre for Applications of Psychological Type.
Pearson, C.S. (1998). The hero within: Six archetypes we live by. (3rd edn.). New York: Harper Collins Publishers.
Pearson, C.S., & Marr, H.K. (2003). PMAI Manual: A guide to interpreting the Pearson–Marr Archetype Indicator Instrument. Gainesville, Florida: Centre for Applications of Psychological Type.
Savickas, M.L. (2005). The theory and practice of career construction. In S.D. Brown & R.W. Lent (Eds.), Career development and counselling: Putting theory and research to work (pp. 42–70). Hoboken, NJ: John Wiley & Sons.
Savickas, M.L., Nota, L., Rossier, J., Dauwalder, J., Duarte, M.E., Guichard, J., Soresi, S., Van Esbroeck, R., & Van Vianen, A.E.M. (2009). Life designing: A paradigm for career construction in the 21st century. Journal of Vocational Behavior, 75, 239–250. 
http://dx.doi.org/10.1016/j.jvb.2009.04.004

Schein, E.H. (1978). Career Dynamics: Matching individual and organizational needs. MA: Addison-Wesley.
Schein, E.H. (1985). Career anchors: Discovering your real values. San Diego: University Associates, Inc.
Schein, E.H. (1990). Career anchors: Discovering your real values. San Diego, CA: Pfeiffer.
Schein, E.H. (1996). Career anchors revisited. Implications for career development in the 21st century. Academy of Management Executive 1, 80–88. 
http://dx.doi.org/10.5465/AME.1996.3145321

Schein, E.H. (2006a). Career anchors self-assessment. (3rd edn.). San Francisco: Pfeiffer.
Schein, E.H. (2006b). Career anchors participant workbook. (3rd edn.). San Francisco: Pfeiffer.
Schreuder, A.M.G., & Coetzee, M. (2011). Careers: An organisational perspective. (4th edn.). Cape Town: Juta.
Schwartz, S. (1999). A Theory of Cultural Values and Some Implications for Work. Applied Psychology: An International Review, 48(1), 23–47. 
http://dx.doi.org/10.1111/j.1464-0597.1999.tb00047.x

Statistical Programs for Social Sciences Version 17.0 [Computer software] (2008). Chigaco, IL: SPSS Inc.
Tams, S., & Arthur, M.B. (2010). New directions for boundaryless careers: Agency and interdependence in a changing world. Journal of Organizational Behavior, 31, 629–646. 
http://dx.doi.org/10.1002/job.712

Van Vuuren, L.J., & Fourie, C. (2000). Career anchors and career resilience: supplementary constructs? SA Journal of Industrial Psychology, 26(3), 15–20.
Wrzesniewski, A. (2002). Shifting meanings of work in the wake of 9/11. Journal of management inquiry, 11(3), 230–2. 
http://dx.doi.org/10.1177/1056492602113003
table6_955_sajip.jpg
e ]

oy emn v " = T =
— ettt n s oss o o






table5a_955_sajip.jpg
SMSLESe PN senle igifcass iforances between o gendes sheviel ond amploymen stn onp: iedependons s tost sl OV~ 207).

o = w 0 5 o o =
e - o s e am0 - o

o ey o - e s - o

s s o P oo P e P

s b s o o o0 - e

o soge - s s 20m . o

- soge o - o 2 - .

P —

e e o, o S e 0 e s e





table5b_955_sajip.jpg
= v 3 ED o 2 3
[ e s pr an o w o

e o, e s e o . T 5 S g e S A






table3_955_sajip.jpg
TABLE 3: Descriptive statistics: PMAI and COI (N = 207]

Scale M D Cronbach alpha
PMAI scale

Sage 2.04 041 0.57
Magician 3.90 053 0.68
Ruler 389 052 0.68
Warrior 387 051 0.65
Creator 381 048 0.56
Jester 376 057 0.70
Caregiver 370 0.60 071
Lover 356 056 0.66
Seeker 352 056 055
Innocent 3.06 057 054
Destroyer 282 066 0.61
Orphan 2.69 057 0.50
€Ol scale

Lifestyle 452 0585 0.63
Pure challenge 450 091 0.77
Service or dedication to a cause 431 0.90 0.69
Technical or functional 230 072 0.42
Security or stability 2.08 098 074
Entrepreneurial creativity 396 117 0.81
Autonomy or independence 382 105 0.78
General managerial competence 3.20 101 0.70

M, mean, D, standard deviation.

+, The PMAI utilised a 5-point Likert-type scale and the COI a 6-point Likert-type scale.
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