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ABSTRACT

The responses by some 3600 middle management personnel to 

twenty career consideration items were factor analyzed to determine the 

internal consistency of a career consideration typology which.was: Self- 

actualization, Autonomy, Status, Association and Security. The first 

three types were identified and a fourth factor labeled Association- 

Security had common items in the Association and Security types. This 

analysis indicated internal consistency among the items in each 

typology.

Those respondents who want more of the factors tend to have less 

than they had five years before, come from the younger occupational 

generations, appear to be coping with organizational changes with every 

means available to them and have the lowest amount of education for the 

sample.

Those respondents who want more of the Association-Security, 

Autonomy and Status factors tend to be less confident about keeping up 

with changes than those who want more of the Self-actualization factor.

Those who want more of the Association-Security factor tend to 

be other directed types while those who want more of the Self-actuali

zation factor tend to be inner-directed types.

Finally, the parallels among Haslow’s theory of motivation, the 

"four wishes" of W. I. Thomas and the Basic career consideration 

typology were indicated.



CHAPTER I

STATEMENT OF THE PROBLEM

This study is part of a. larger project examining the impact of 

technological change on the careers of executive and professional 

personnel in large scale organizations, supported by an Air Force 

Office of Scientific Research grant.^ The data collected in 1962 were 

made available to this author.

The objective of this study is to provide an empirical test of 

the usefulness of one aspect of the conceptualization of the project - 

a typology of basic career considerations. This typology consisting of 

Self-actualization, Autonomy, Status, Association and Security is to be 

tested by a factor analysis of the responses to the battery of 20 items 

representing the typology, enabling a comparison of the resulting 

factors with the "types." A further objective of the study is to 

explore the relationships of the types as identified by the factor 

analysis and selected other variables.

The Typology of Basic Career Considerations. Much research and 

theory have been concerned with the important factors in the work 

situation. These factors have gone under such various names as

1. R. V. Bowers, R. G. Brown and C„ D. Bryant. Final Report on 
Exploratory Studies of the Impact of Technological Change on the Careers 
of Managers and Professionals in Large-Scale Organizations, Athens, 
Georgia: University of Georgia, August, 1963. Appendix B.
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components of job satisfaction, types of career motivations, dimensions 

of career success and categories of career goals. The Bowers, Brown and 

Bryant choice of the neutral phrase "types of basic career considera

tions" will be followed here. Some of the pertinent background 

literature in this field is summarized in the following paragraphs.

According to Moore two doctrines concerning the motivation to 

work placed emphasis upon the satisfaction received from doing a good 

job, and upon the need to minimize threat i.e., to avoid misery and 

starvation rather than gain job satisfaction per se.2 However, the 

typical work situation, he says, is actually one of multiple motivation 

which includes social recognition, affectional response, play, aesthetic 

and religious attitudes, although the dominant goals seem to be 

security, good working relations and status.^

Herzberg and his associates have outlined two dimensions; one 

associated with job satisfaction and the other related to dissatisfaction. 

Their interviewees who were satisfied discussed topics which are associ

ated with successful performance of their work. Those who were 

dissatisfied were not unhappy with the job itself but with conditions 

surrounding the job.^

The Industrial Relations Center at the University of Chicago has 

done extensive work in this area. In one study item analysis was used

2. Wilbert E. Moore. Industrial Relations and the Social Order, 
New York; The Macmillan Company, 1951, pp. 253, 255.

3. Ibid., p. 264.

4. Frederick Herzberg, Bernard Mausner and Barbara. Snyderman.
The Motivation to Work. New York; Wiley, 1959, p. 81.



to isolate fourteen categories which were considered to be representa

tive of the various dimensions of morale. Among the categories were: 

friendliness9 cooperation of employees; status and recognition; security 

of job and. work relations; and chances for growth and advancement.^

The Michigan Survey Research Institute has attempted to separate 

the dimensions of job satisfaction. The first two Michigan studies 

identified four major dimensions of employee morale which were: attitude 

toward work group; intrinsic job satisfaction; satisfaction with the 

company; and financial and job status, satisfaction.^ More recent 

results have produced five major dimensions for research which are: 

intrinsic job satisfaction; involvement in the immediate work group; 

identification with the company; interpersonal relations with superiors; 

and satisfactions from work status and income transmitted into community 

function and status.^ Several other discussions are focused on deter

mination of what the important and dominant career considerations which 

influence man's work life and his life style are.^

5. Delbert C. Miller and William H. Form. Industrial Sociology: 
The Sociology of Work Organization, New York: Harper and Row9 19649 
pp. 706-707.

6. Charles B» Spaulding* An Introduction to Industrial 
Sociology* San Francisco: Chandler Publishing Company9 1961, p. 283.

7. Miller and Form, ojd. cit. * pp. 712-713.

8. E, Wight Bakke. Bonds of Organization. New York: Harper 
and Brothers, 1950, p. 40; Miller and Form, op. cit.* p. 583;
William Foote Whyte. Men at Work* Illinois: The Dorsey Press, 1961,
pp. 176-178; E. A. Friedmann and R. J. Havighurst, "Work and Retire
ment," Sigmund No sow and William H. Form (eds.), Man, Work and Society, 
New York: Basic Books, Inc., 1962, pp. 46-49.
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Schneider speaks of four major categories of generalized goals 

or "built-in" rewards which are provided by the roles men play and which 

help to provide satisfaction so that these men will continue to occupy 

their positions. These are: the instrumental goal which provides means 

to obtain other ends; recognition or a feeling of being respected; 

securitys which includes economic, social and psychological security; 

and response, which indicates that the individual has formed satisfying 

social relationships with significant others,9 It is of interest to 

note that three of the generalized goals which Schneider presents are, 

in fact, three of W. I. Thomas' four w i s h e s . S i n c e  the instrumental 

goal constitutes the means to attain other ends, it might be considered 

a part of the desire for new experience, which is the fourth wish. 

Schneider also identifies the generalized goals of the executive role. 

These are remuneration, accomplishment, status, power and freedom.H

Newcomer, like others writing in this field, states that the

most important factors in attracting the best talent are, "that the

position should prove interesting and challenging; that remuneration

should be adequate; that the position should offer a reasonable degree
12of security; and that it should carry with it prestige,"

9. Eugene V. Schneider. Industrial Sociology, New York: 
McGraw-Hill Book Company, Inc., 1957, pp. 17-18.

10. Nicholas S. Timasheff. Sociological Theory: Its Nature .
and Growth, New York: Random House, 1961, p. 152.

11. Schneider, op. cit., pp. 113-114.

12. Mabel Newcomer, The Big Business Executive: The Factors
that Made Him, New York: Columbia University Press, 1955, p. 121.
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From these and other studies the research team constructed the 

"typology of career considerations" used in the present study. The 

appearance of recurrent themes suggested a pattern into which the 

various job satisfaction items could be categorized. These types of 

career considerations which were selected for inclusion in the present 

study were, 1) Self-actualization, 2) Autonomy, 3) Status, 4) Associa

tion, and 5) Security.

Once these types were identified, the next task facing the 

research team was to construct items to represent them. Twenty items 

which were thought to be related to these types were selected from other 

studies and pretested. Their origins in the literature, along with the 

specific item wording from each source, and the item wording which was 

used in the present study, are presented in Table 1. The response 

choices were whether or not the career consideration was important to 

the respondent and if important, whether he would like more of it or 

had enough of it in his present job. Although the number of judgments 

permitted the respondents are limited, the pretest of this scale 

suggested that sufficient judgement latitude was permitted for the 

q u e s t i o n s . T h e  type of career consideration represented by each item 

is shown in Table 2.

13. Clifton D. Bryant. "Career Considerations" Unpublished staff 
memo, Technological Change Project. Contract: AF49(638)=804, April,
1963.



TABLE I-1-Origins in the Literature of the Various Career Consideration 
Items3

Item Career Consideration Source in
No. Literature

Specific Item Wording

Having an opportunity 
for personal growth 
and development.

Useem

Having some say in the 
setting of goals for 
my job.

A sense of security 
in my job.

Being with people who 
are congenial to work 
with.

Useem

Bryant

USDL

ARDC

"A work role which has a 
future ~ desire for continuous 
growth; want to feel that they 
are "getting ahead" or 
"getting someplace".

A job in which I have an 
opportunity to learn and to 
develop new skills and 
abilities* which eventually 
will lead to a more important 
position or an upgrading of 
my present position,"

"A job in which you are free 
to make most decisions 
connected with your work."

"Being free to make decisions 
or use initiative on the job?"

"How has technological change 
affected your job in terms of: 
the amount of security you 
feel on your job?"

"Being with people who are 
congenial to work with."

Bryant

Having a job which is USDL 
respected and considered 
important by others in 
my organization.

"Having a pleasant group of 
people to work with (office 
group or fellow employees)?"

"The importance of your job 
for the company."

Useem "Job prestige = a job that is 
considered important by other 
people,"
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TABLE 1--Continued,

Item Career Consideration Source in
No. Literature1

Specific Item Wording

Having an opportunity 
to use my knowledge 9 
skills and abilities.

Useem MSelf-fulfillment - a job
which makes real use of your 
initiative, skills and 
abilities."

Bryant "Being in a job where a
definite ability or skill is 
required."

USDL "How has technological change
affected your job in terms of: 
the amount of skill needed on 
your job?"

Useem "A work role which is a
challenge - a chance to use 
their own skills, initiative 
and abilities,"

ARDC "Chance to use my abilities
and knowledge."

Having some say in 
selecting my 
assignments.

My salary.

Unknown

USDL

ARDC

Bryant

"The amount of pay you get on 
your job?"

"Earning enough to make a good 
living,"

"Having a 5good* salary or 
income,"

Having people around 
me who can rely upon 
me for friendly and 
sympathetic under
standing of the 
problems of their 
job and assistance 
and advice from me.

Useem "Having subordinates who are
responsive to guidance."
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TABLE 1— "Continued.

Item Career Consideration Source in 
No. Literature^

Specific Item Wording

10

11

12

Having some say in the USDL 
way in which I 
accomplish my work in 
terms of methods, 
procedures, routine 
and pace.

Having an opportunity USDL 
to undertake interesting 
and challenging tasks 
which have variety.

USDL

Having understanding 
people around me who 
are sympathetic to 
the problems of my 
job and upon whom I 
can rely for assist
ance and advice when 
I am in need of them.

Bryant

Useem

"The control you have over the 
pace of your work?11

"The degree to which your work 
is interesting?"

"The amount of variety in your 
work?"

"The work itself being 
interesting and challenging."

"Support from others: help - a 
job in which there are persons 
upon whom you can rely for 
assistance and advice when you 
are in need of them."

ARDC

Useem

Useem

"Having support and recogni
tion from my superiors."

"Support from others: under
standing - a job in which 
there are friendly and under
standing people who are 
sympathetic to the problems of 
your job."

"Support from others - having 
support and understanding of 
others where mutual action is 
necessary."
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TABLE 1~-Continued.

Item Career Consideration Source in
No, Literature

Specific Item Wording

13 Knowing pretty much 
what to expect in my 
job day after day: 
few surprises.

14 Having a job which 
is respected and 
considered important 
by people outside 
the organization.

Useem

ARDC

ARDC

"Limitation of job demands - a. 
job which has a relatively 
fixed time schedule and does 
not make excessive demands on 
your time."

"Having a job that has 
prestige in our society at 
large."

"Having a job that has 
prestige in my profession."

15 The amount of
responsibility my 
job carries.

ARDC

USDL

"Chance to carry out important 
responsibilities."

"The amount of responsibility 
demanded by your job?"

16 Having a job in
which it is possible 
to advance and move 
ahead.

Useem "Occupational mobility - a job
from which it is possible to 
advance and move ahead."

USDL "Your chances for promotion to 
a better job?"

17 Having an opportunity 
to make valuable 
contributions.

Bryant "Chance for advancement."

ARDC "Opportunity to contribute to
the nation’s welfare and 
protection."

Useem "Social value of the job - a
job which is recognized by 
others as valuable to society 
and beneficial to humanity."

ARDC "Opportunity to contribute to 
scientific or technological 
knowledge."
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TABLE Continued,

Item Career Consideration Source in
No, Literature

Specific Item Wording

18 The amount of ARDC
authority I have to 
accomplish the goals
of my jobe

19 Having a. job in which Useem 
tasks can be satis
factorily completed.

20 Being respected and Useem
having my abilities 
and accomplishments 
recognized by those 
with whom I work,

"Freedom and authority to 
carry out my own ideas „11

"Task closure - a job in which 
tasks can be satisfactorily 
completed and in which there 
are a minimum of interferences 
and overlapping tasks."

"Personal recognition and 
respect - developing and main
taining a self-image which is 
recognized by significant 
others in their environment."

a, Clifton D, Bryant. "Career Considerations" Unpublished staff 
memo. Technological Change Project. Contract: AF49(638)-8049 April, 
1963.

b. Key to the sources in the literature is as follows. Useem is 
John and Ruth Useem, "Social Stresses and Resources Among Middle Man-. 
agement Men," E. Garthy Jaco (ed»), Patients* Physicians and Illness* 
Glencoe, Illinois: The Free Press, 1958.; Bryant is Clifton D. Bryant,
The Petroleum Landman: A Study in the Sociology of Work. Unpublished
Ph. D. dissertation, Louisiana State University, 1963.; USDL is
C. D. Bryant, "Career Considerations," ojd. cit. ; ARDC is R. V. Bowers, 
et al, "Members8 Perceptions and Evaluations as Measures of Organiza
tional Effectiveness;" R. V. Bowers (ed.), Studies in Organizational 
Effectiveness: Contributions to Military Sociology* Air Force Office of
Scientific Research, Washington D. C.
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TABLE 2--Iterns Included in Each Basic Career Consideration Type

Career Consideration Type Items3

Self-actualization 1, 6, 11, 17, 19

Autonomy 2, 7, 10, 15, 18

Status 5, 14, 16, 20

Association 4, 9, 12

Security 3, 8, 13

a. The numbers refer to the items in Table 1.



CHAPTER II

METHODOLOGY

The twenty career consideration items were part of a 35 page 

questionnaire designed in connection with the study of the effects of 

technological change on the careers of managers and professionals in 

complex organizations mentioned earlier*^ The sample was selected from 

three categories of organizations: industry and business9 the federal 

government9 and the military services* Thirteen organizations were 

finally selected, four from industry and business, and military 

services, five from the federal government* The populations to be 

sampled in these organizations were restricted to middle management 

which was defined as GS-11 through GS-15 for the Federal Civil Service, 

Captain through Colonel for the Air Force and equivalent levels for 

industrial managers and professionals* These organizations were asked 

to submit lists of their middle management who had at least five years 

of service with them* The population was then stratified into supervi

sors and non-supervisors and within each stratum of each organization 

250 respondents were randomly chosen*

The total sample size was 6,096 of which 66 per cent were 

classified as supervisors* This over-representation of managers was a 

result of six organizations claiming that all middle management 

personnel were supervisory* Of the 6,096 questionnaires mailed out,

14* Bowers, Brown and Bryant, ojd„ cit*

12
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3,970 or a total of 65 per cent were returnede Generally the 

respondents were distributed as the population sampled on several key 

variables such as length of tenure, supervisory positions and level in 

the organization*^ Of these, 349 respondents were eliminated because 

they had been working for the organization less than five years. All of 

the returned questionnaires were usable with an average loss of data per 

return of one per cent, ^

The Model for Analysis, Any attempt to select a model for

analysis must take into consideration the fact that different scale

analysis techniques exist. Methods for scale analysis have been grouped

into three types: 1) cumulative scale analysis; 2) item analysis; and

3) factor scale analysis. On the basis of the distinction between these

types of analysis, factor analysis was chosen as the appropriate 
1 7model. In the Factor Scale the assumption is that several items 

involve an underlying variable and an index of this variable can be 

obtained through use of factor analysis.^ In the present study, it was 

thought that work or career satisfaction might be the underlying

15. R„ V. Bowers, R. G. Brown, and J. L. L. Miller with the 
assistance of G. D. Bryant» New Knowledge Regarding the Impact of 
Technological Change on Careers in barge Organizations; Findings from 
a field survey of 4.000 respondents in 12 industrial, governmental and 
military organizations. The University of Georgia, 1963, (in process).

16. Bowers, Brown and Bryant, 0£. cit.

17. Edward A. Suchman and Roy Francis. "Scaling Techniques in 
Social Research," John Doby (ed.), An Introduction to Social Research. 
Harrisburg, Pennsylvania: The Stackpole Company, 1954, p. 128.

18. Ibid.. p. 135.
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variable whereas the career considerations might represent the several 

types or categories of personal or social factors that underlie career 

satisfaction.

Factor analysis is a method of analyzing a. set of observations

to determine whether these observations can be condensed into a number
19of basic categories.

The use of factor analysis requires an inter-correlation matrix, 

which in turn necessitates a cross-tabulation of the items. Since there 

were twenty items (n=20) there were n or 190 cross tabulations. ;

Since the results of the cross-tabulation were 3x3 tables, for 

which no correlation coefficient is available, a. decision was made to 

dichotomize the items by combining the responses to nnot important to •, • 

me in my work11 and "I have enough of it in my job" into one category, • 

leaving "I would like more of it in my present job" in the other.

Two measures of association appropriate to dichotomized data are 

cited in the literature as being used in factor analysis, the phi co- ... 

efficient and the tetrachoric correlation coefficient.^ The 

tetrachoric correlation coefficient was selected because it provides an 

estimate of the product moment correlation coefficient and can range 

from -1 to -hi regardless of the marginal frequencies in the dichotomized 

table, whereas the values of phi are restricted by the marginal

19. Benjamin Fruchter. Introduction to Modern Factor Analysis, 
Princeton, New Jersey: D. Van Nostrand Company, Inc., 1954, p. 1.

20. Ibid,* p. 201; Raymond B. Cattell. Factor Analysis, New 
York: Harper and Brothers, 1952, p. 326.
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21frequenciese It should be pointed out that factor analysis results

based on the tetrachoric correlation coefficient and the phi coefficient

are likely to have greater variability than those based on the product

moment correlation c o e f f i c i e n t * /

The principal-axes method of factoring the correlation matrix

was chosen initially as the model because nit has the advantage of

giving a mathematically unique (least squares) solution for a given
0 3table of correlations," However9 when if became apparent that the 

required computer program would not be available; a decision was made to 

substitute the complete centroid method developed by Thurstoned 

because the computations are considerably less laborious when done on a 

desk calculator; and the results are essentially equivalent»^

Estimation of communallties* , Once the decision to use factor 

analysis has been made there remains the problem of estimating the 

correlation of each item, due to common factors9 with itself. This 

correlation due to common factors is.called the communality, Thurstone 

defined the communality of a test as being its common factor variance,^

21, Helen M. Walker and Joseph Lev, Statistical Inference* New 
York: Holt9 Rinehart and Winston^ 19539 pp» 274-275; Morris Zelditch J x
A Basic Course in Sociological Statisticsg New York: Henry Holt and
Company^ 1959, p, 1860

22, Cattell, o£, cit,* pp, 326-327.

23, Fruchter, o^, cit., p. 99.

24. L. L. Thurstone. Multiple Factor Analysis, Chicago: The 
University of Chicago Press, 1947, Chapter 8.

25. Fruchter, qp. cit.9 p. 99.

26. Thurstone, oĝ . cit. p. 75.
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The total variance of a variable may be divided into three general 

types: common, specific and error variance, Fruchter defines the 

commonality of a variable as that proportion of the total variance which 

is correlated with other variables. The specific variance is that 

portion of the total variance which does not correlate with any other 

variable and the error variance is the chance variance due to errors of 

sampling and measurement.^ This relationship can be stated in an 

equation of the form: common variance + specific variance 4- error 

variance = 1. While this equation is simple, all three variables are 

generally unknown. This means some sort of estimate must be made about 

the common variance. The complexity of the task of estimation can be 

illustrated by reference to a recent technical report which reported 

eighteen different methods of estimating communalities.^

For use with the centroid method, Fruchter recommends estimating 

the communality of an item by setting it equal to the highest correla

tion of that item with any other variable in the table of
29inter-correlations. After each factor loading is extracted, the 

communality is then re-estimated by inserting the highest residual 

correlation of each column into the diagonal cell where the previous

27. Fruchter, ojd, cit.. p. 45.
28. Philip H. DuBois, et. al "Partial Reduction Methods in Factor 

Analysis" St. Louis: Department of Psychology, Washington University, 
Final Report, Grant AF-AFOSR-62-181, mimeographed copy, June, 1963,
P. 13.

29. Fruchter, ojd. cit., p. 61.
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estimate of the communality had been pl a c e d . F r u c h t e r ' s  procedures
31were followed in this analysis.

Criteria for Sufficient Factors. The problem of deciding when 

to stop extracting factors, i.e. how many factors can account for the 

variance, is another indeterminate one. Should factoring stop at n 

factors, or when one feels convinced that all the "significant" factors 

have been extracted, or is there some outside criterion which will help 

to guide this decision? There are at least a dozen criteria cited in

the literature which have been used as an external check on this
32decision. After a review of these methods it was decided to use

Coomb's Criterion which is based on the distribution of positive and
33negative signs in the matrix of residual correlations.

The Factor Rotation. The purpose of factor rotation is to move

the reference axes of the factors from the arbitrary location determined

by the factor extraction to some position useful for interpretation of 

the factors and for comparison with other s t u d i e s . O n e  major source 

of disagreement cited in the literature is whether one should restrict 

oneself arbitrarily to orthogonal rotations or whether the angles among

30. Ibid., p. 63.

31. Ibid., Chapter 5.

32. Ibid., pp. 77-84; Cattell, op. cit.. pp. 296-302.

33. Fruchter, ojd. cit., pp. 80-84.

34. Ibid., p. 106.
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the reference axes should be allowed to vary from analysis to analysis 

as indicated by the data.

Those who prefer orthogonal axes do so because they represent 

theoretically independent factors and are simpler to work with com

putationally and graphically. Also distinctions such as simple axes and 

primary axes, pattern and structure, are needed for oblique axes but are 

unnecessary for orthogonal axes„ However, except for highly correlated 

factors there is little difference in the interpretation derived from 

the two approaches.

Those who prefer oblique axes do so because they feel that the 

amount of obliqueness itself is important information even though there 

is the problem of how oblique the axes should be permitted to be before 

they blend into one factor; that there is a better fit of the axes, and 

finally, that there is a clearer duplication of nature when we acknowl-
o cedge that our factors can be correlated.

Because an IBM computer program is available for orthogonal 

rotations it was decided to start this phase of the analysis with them. 

The magnitude of the factor rotation problem can be illustrated by the 

following quotation: ,,The rotation of a ten or twelve factor matrix with 

forty to sixty variables is likely to take one person1s full time for 

three months, or up to five or six if the interfactor angles are to be 

well determined...."^ It might be added that the graphic method of 

factor rotation takes a good deal of skill, whereas the IBM computer

35. Ibid.. pp. 195-196.

36. Cattell, op. cit., p. 234.
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method requires only that the original factor matrix be punched 

correctly into IBM cards.

The Normalized Varimax Factor Rotation Program for the IBM 

7070 was used to do the rotations. This program orthogonally rotates
o 7a matrix of factor loadings to simple structure. The concept simple 

structure, developed by Thurstone is a criterion that gives a relatively 

unique configuration of variables and a standard location for the
OOreference frame* Its essential aspects are that 1) each variable

contains fewer factors than the whole factor matrix^ 2) each variable

contains a different combination of factors and 3) the location of each
39plane is determined by several test vectors.

37. A. W. Bendig. "Normalized Varimax Factor Rotation Program 
for the IBM 70709" Guide Library No. 11.3.008.

38. Thurstone9 op. cit., Chapter 9.

39. Fruchter, oj>. cit, g p a 110.



CHAPTER III

ANALYSIS

As a partial check on the number of expected factors, the 

original correlation matrix was arranged in the following manner. The 

items originally hypothesized as representing each career consideration 

type or dimension were grouped together in the correlation matrix which 

is presented in Table 3,

A preliminary examination of these data seemed to indicate the 

relation among the items in the Security dimension as very weak and that 

some items were more highly related to types other than those they were 

originally assigned to. Specifically, Item 2, "having some say in the 

setting of goals for my job," which was originally considered as an 

Autonomy indicator was almost as highly related to the Self-actualiza

tion items as it Was to the Autonomy items. Similarily, another 

Autonomy item, number 15, "the amount of responsibility my job carries," 

was also related to the Self-actualization items. Finally, Item 16, 

"having a job in which it is possible to advance and move ahead," which 

was originally grouped with the Status items, was also highly related to 

the Self-actualization type of career consideration.

It was also apparent from this preliminary examination that the 

Associational items did not fit together as well as had originally been 

anticipated. A tentative conclusion to this preliminary examination of 

the data was that there were probably only four instead of five

20
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,LE 3--Correlation Matrix of the 20 Career Consideration Items3 

Self-
actualization Autonomy Status Association Security
1 6 11 17 19 2 7 10 15 18 5 14 16 20 4 9 12 3 8 13

65 58 60 27 56 38 36 52 33 48 38 69 46 20 36 20 28 22 09

.. 65 63 36 50 45 43 56 41 47 41 53 41 19 39 18 22 09 06

* • 65 38 48 43 46 51 35 41 40 53 43 23 44 18 22 11 06

• • 40 50 39 41 57 46 41 47 68 46 23 45 17 24 11 09

33 37 41 25 49 38 38 29 46 35 31 39 33 05 36

61 38 51 37 32 45 45 28 40 25 33 11 18

52 27 40 28 30 41 34 23 31 26 32 04 23

* • 21 53 30 28 35 41 34 36 35 33 11 27

• • 44 43 41 55 35 05 34 -01 04 13--06

41 36 39 45 31 27 35 18 14 23

.. 68 48 61 38 44 28 30 16 11

.. 53 56 25 36 27 32 23 19

• • 52 .21 37 21 29 31 07

40 50 45 40 22 24

# # 45 51 42 09 30

• • 37 37 07 15

36 12 41

.. 19 37 

.. 01

a. Decimal points omitted.
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identifiable types represented by the career consideration items. On 

the basis of these correlations it seemed that several of these items 

overlapped more than one. type. However9 the relationship between these 

items could have been confounded by the way in which the response 

categories were dichotomized and by the particular type of correlation 

coefficient used in the analysis.

Application of Coomb * s Criterion to the results of the factor 

analysis indicated that only four factors were significant. Because 

this criterion often underestimates the number of sufficient factors a 

decision was made to use five of the factors extracted in the factor 

rotation. The fifth factor however was negligible after the factor 

rotation had been completed. .

The orthogonally rotated factor matrix obtained by the analysis 

is presented in Table 4. The centroid factor matrix and the transfor

mation matrix which transformed it to the rotated factor matrix by a 

process of post multiplication are presented in Appendix 1.

A considerable amount of overlap among various career considera

tion items led the research team to the conclusion that further analysis 

of these items should be pursued. A factor analyst. Dr. Richard Coan, 

was consulted and he recommended that we do oblique factor rotations, 

which lead to correlated rather than independent factors.

The application of oblique rotation led to a solution which 

seemed to indicate one general factor with the various career considera

tion dimensions arranged in a hierarchy. Since the objective of the 

study was to obtain relatively independent measures of the career
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TABLE 4--Factor Loadings for Career Consideration Items3

Orthonogal Factor Loading 
Career Self Associ-

Consideration Actualization ation + Status Autonomy
Type____________________ Security

Self Actual. 75 07 21 16

Self Actual. 73 14 32 02

Self Actual. 73 13 20 14

Self Actual. 73 11 28 14

Status 67 15 47 -01

Autonomy 57 -20 39 27

Autonomy 57 33 07 42

Autonomy 49 34 -01 22

Autonomy 45 44 -03 43

Autonomy 34 21 23 58

Association 33 42 31 19

Status 29 42 54 24

Status 28 18 69 08

Status 27 20 68 24

Self Actual. 26 38 19 . 27

Security • 18 62 19 -06

Security 11 11 30 05

Association 07 62 22 18

Association 03 66 18 13

Security 00 52 -01 04

a. Decimal Points Omitted.
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consideration types, the results of the orthogonal factor rotations will 
be used*

In Table 4, three types of career considerations appear fairly 

clearly: Self®actualization, Status, and a combination of Association 

and Security* But it will also be noted that there is some overlap 

among them. For example. Item 16, "having a job in which it is possible 

to advance and move ahead," which was originally considered to be part 

of the Status dimension, has its highest loading on the Self-actualiza

tion factor. When the other items in the Status factor and the 

Self-actualization factor in Table 4 are examined this result seems 

plausible. The four Self-actualization items that have the largest 

factor loadings, all exhibit ways in which the individual can feel as if

he is fulfilling himself. On the other hand, the three items in the

Status dimension all view the individual as being concerned with how

other people see his job in terms of the respect, importance and recog

nition given to him* Since Item 16 might be considered to be more 

related to the fulfillment of the individual than it is to the way other 

people view his job, this could explain its high loading on Self- 

actualization, It should be pointed out, however, that it also has a 

high loading on the Status dimension, thus raising a question concerning 

its usefulness as a measure of either*

Item 2, "having some say in the setting of goals for my job," 

which was originally placed in the Autonomy dimension also, has a high 

loading on the Self-actualization factor* The Autonomy items (numbers 

2, 10, 18) all seem to be related to having some say about one's job » 

that is, some say in determining the goals of oneB s job and the means
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of attaining them. It is also apparent that if one has some say in 

setting his job goals, he could presumably direct this authority toward 

his own growth and development or fulfillment. Thus Item 2 is seen as 

measuring a feature which Self"actualization and Autonomy have in 

common.

Item 10s "having some say in the way I accomplish my work in 

terms of methods, procedures, routine and pace," appears to measure 

something in common to three types. Originally it was thought to 

measure Autonomy, but it has high factor loadings also qn Self-actuali* 

zation and Association-Security. By comparing this item to the other 

items representing these types the reason for this overlap could be 

interpreted as presenting the respondent with the means to fulfill him

self (Self-actualization). It could be interpreted as a way for him to 

control threats to his position (Association-Security). Finally, it 

could be interpreted as giving the respondent the authority and means to 

attain his job goals (Autonomy).

Item 20, "being respected and having my abilities and accomplish

ments recognized by those with whom I work," is also an item which 

appears to be common to two factors. Viewed in its original context as 

an indicator of Status, it turns out to be related to the respect and 

recognition given the respondent by others. The link between this item 

and the Association-Security factor would seem to be a desire to have 

congenial, understanding, sympathetic, and hence non-threatening co

workers.

Five items, numbers 7, 8 , 9, 15 and 19 were eliminated from the 

factor s I t e m s 7, 9 and 15 had relatively high loadings on the factors



they were presumed to measure but these loadings were somewhat lower 

than those of the highly loaded items in these factorsa These items 

were eliminated because they were less powerful measures of the factors 

than the highly loaded itemse Item 8 was eliminated because it had low 

loadings on all factors. It referred to salary and most respondents 

desired more. Salary could be regarded as a means to achieve Self- 

actualization., Autonomy, Status and Association"-Security and thus could 

not be expected to differentiate one type from another. Item 19 had low 

loadings on four factors and a relatively high loading on the fifth 

factor. Since it was the only factor having a high loading on the fifth 

factor and since our preliminary analysis and Coomb8s Criterion 

indicated only four factors, it was eliminated.

As mentioned earlier, three dimensions or types of career 

consideration came out reasonably clear in the solution to the orthogo^ 

nal rotations. These were the Self-actualization, the Association- 

Security, and the Status factors. The factor for Autonomy incorporated 

items 2 and 10 which were mentioned as being common to other factors, 

and item 18 which had high loadings mainly on the Autonomy factor.

These items, 2, 10 and 18 all had high loadings on the fourth factor 

and relatively low loadings on other factors. Thus it appeared to be 

a measure of the Autonomy factor. As one might expect, there is a clear 

overlap between the Self-actualization and Autonomy factors,

A list of the items included in each career consideration factor 

is presented in Table 5,
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TABLE 5^“-A List of the Items Included in Each Career Consideration
Factor

Career Consideration Factor Item Numbers

Self-actualization 1 , 6 , 1 1 , 16, 17

Association-Security 3, 4, 12, 13

Status 5, 14, 20

Autonomy 2, 1 0 , 18

a.The numbers refer to the items in Table 1.

In summary, factor analysis was used to determine which items in 

the typology best fit together and thus test the validity of the set of 

items. Self-actualization, Autonomy and Status types appeared as 

factors in the analysis. Some items, originally thought to measure a 

particular type, were included in different factors in the analysis 

results and other items did not clearly fit into any one category. A 

fourth factor. Association-Security, was made up of items which were 

thought to represent two dimensions, but which appeared as a single 

factor in the analysis. On the whole the factor analysis tended to 

support the notion of career consideration types generally, and 

specifically indicated three of the types had a clear empirical basis, 

while the fourth and fifth types could not be distinguished empirically.



CHAPTER IV

CORRELATES OF ANALYSIS: CAREER CONSIDERATION FACTORS

The results of the factor analysis indicated there was internal 

consistency among the items used in each factor0 In this chapter9 the 

relationship between the factors derived through factor analysis and 

variables to which career considerations are presumably related will be 

examined. This procedure will be performed as a further exploration in 

the analysis of the basic career considerations.

In order to establish a measure of the career consideration 

types as found in the factor analysis, scores were derived as described 

below.

For the items in each factor, 1 was scored for each response of 

"important to me in my work and I would like more of It in my present 

job," Other responses were assigned zero scores. Each respondent was 

given an initial score of one on each factor, and to this was added the 

score as derived above. This allowed the placement of the respondents 

on a score continuum ranging from 1 to X for each career consideration 

factor, with a high score signifying wanting more of the factor. The 

possible score ranges for each dimension are presented in Table 6,

28
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TABLE 6--The Score Ranges for the Career Consideration Factors

Career Consideration Factor Score Range

Self-actualization 1 ... 6
low high

Autonomy 1...4
low high

Status 1...4
low high

Association-Security 1...5
low high

The distributions of scores for these career consideration 

factors are shown in Table 7.

TABLE 7--Distribution of Scores for the Career Consideration Factors
(Per Cents)

Career Consideration 
Factor 1

(low)
2

Distribution 
3 4

of Scores 
5 6 Total

Self-actualization 16.4 12.9 14.6 15.8 17.1 23.2 100

Autonomy 28.3 24.6 24.8 22.3 a a 100

Status 45.4 22.2 17.7 14.7 a a 100

Association-Security 41.6 28.2 18.1 8.9 3.2 a 100

a. No score possible.

The percentage of respondents increases in the Self-actualiza

tion factor from "low," to "high" but is reversed for the other factors.
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The percentages decrease rapidly as the scores increase for the Status9 

Association-Security factors*

If the percentages in the "high" category (those who are "high" 

on indicating that this is important to them and they would like more) 

are considered separately we have: 1) Self-actualization, 23.2 per cent 

and 2) Autonomy9 22.3 per cent; 3) Status, 14.7 per cent and 4) Associ- 

ation-Security, 3.2 per cent. The ranking of these factors would seem 

to be in general agreement with the Maslow theory of motivation, which 

will be discussed in Chapter V.

Once the scoring procedure had been completed the next step in 

the analysis was to examine the interrelationships among the career 

consideration factors.

Relations Among the Career Consideration Factors. Gamma was 

chosen as the appropriate measure of association for this task. The 

more conventional chi square based measures such as phi and the 

coefficient of contingency were rejected because 1) they do not take 

ordering of the variables into account and 2) they have no clear 

interpretation. Gamma is a symmetric measure of association based on 

the difference between the conditional probabilities of like and unlike 

order.^ For example, the gamma value for the cross tabulation of the 

Self-actualization and Autonomy factors is .52. The conditional 

probability of like order, given no ties is .76. That is9 given that

40. Leo A. Goodman and William H. Kruskal. "Measures of 
Association for Cross Classifications" Journal of the American 
Statistical Association* Volume 49, December, 1954, pp. 748-754.
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a respondent is high or low on Self-actualization, the conditional 

probability that he will also be high or low on Autonomy is .76. The 

conditional probability of unlike order, that is, given that a 

respondent is high or low on Self-actualization, the conditional proba

bility that he will also be low or high respectively on Autonomy is .24. 

The difference between these conditional probabilities of like and 

unlike order is gamma. The cross tabulations of the gamma values for 

the career consideration scores are listed in Table 8 .

TABLE 8 --Interrelations of the Career Consideration Factors3

Career Consideration 
Factor

Career Consideration Factor
Self-

actualization Autonomy Status
Association- 

Security

Self-actualization .52 .51 .23

Autonomy . •. .45 .38

Status ... .39

Association-Security ...

a. All measures are gamma.

It should be noted first that all the measures indicate at least 

some degree of positive association.

Second, among the relationships, the highest are between Self- 

actualization on the one hand and Status and Autonomy on the other. The 

association between Status and Autonomy is also rather high, but this 

could be partially due to their high association with Self-actualization.



Third$ the relationships betwen the Association security factor 

and the other factors are somewhat lower* the lowest being between 

Association-Security and Self-actualization*

These relationships, might be conceived as identifying one set of 

people that tends to score high on Self-actualization, Autonomy and 

Status, and another relatively separate set that tends to score high on 

the Association-Security factor. Those who score high on the Self- 

actualization, Autonomy, and Status factors would presumably be the 

types of individuals who seek fulfillment, independence, and recognition 

through use of their own resources. Those who score high on the 

Association-Security factor seem to be types of individuals who are 

mainly concerned with not having their present position challenged or 

threatened, and who seek fulfillment in the association with others.

This will be explored further below.

Relation Between "Wanting More” and Current Status of Considera

tions, The career consideration items appeared a second time in the 

questionnaire with another set of responses to determine if the 

respondents had "less," "about the same," or "more" of each in their 

work than they had five years before. This permits a test of the 

hypothesis that those respondents who score high on "wanting more" of a 

factor are experiencing less of it than five years before, and vice 

versa. The per cents in these categories are shown in Tables 9 through
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TABLE 9— Current Status of Career Consideration Item in Relation to 
Career Consideration Factor Score; Status

Itema Amount relative 
5 years ago

Status Score 
to Low(%) High(%) 
(have enough) (want more)

Job respected and considered Less 3.8 21.8

important by people outside Same 40.0 35.5

the organization More 56.2 42.7

N*=1640 N=533

a. This item had the highest factor loading on the Status factor.

TABLE 10— Current Status of 
Career Consideration

Career Consideration Item in Relation to 
Factor Score: Association-Security

Item13 Amount relative 
5 years ago

Association-Security Score 
to Low (%) High3 (%) 
(have enough) (want more)

Having understanding people Less 7.6 24.6

around me who are sympathetic Same 65.2 52.0

to the problems of my job.... More 27.2 23.4

N=1505 N-1095

a. Last three categories combined because of small N.

b. This item had the highest factor loading on the Association- 
Security factor.
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TABLE 11— Current Status of Career Consideration Item in Relation to 
Career Consideration Factor Score: Autonomy

Item3 Amount relative 
5 years ago

Autonomy Score 
to Low (%) High(7e) 
(have enough) (want more)

The amount of authority Less 3.0 29.4

I have to accomplish the Same 33.7 34.3

goals of my job. More 63.3 36.3

N=1026 N=807

a. This item had the
factor.

highest factor loading on the Autonomy

TABLE 12--Current Status of Career Consideration Item in Relation to 
Career Consideration Factor Score: Self-actualization

aItem Amount relative 
5 years ago

Self-actualization Score 
to Low (%) High(%) 
(have enough) (want more)

Having an opportunity to Less 2.4 27.1

use my knowledge, skills Same 37.0 30.4

and abilities. More 60.6 42.5

N=596 N=837

a. This item had the highest factor loading on the Self- 
actualization factor.
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The results show clearly that the people who have less of a 

career consideration item than 5 years ago want more of the career 

consideration factor related to the item. Likewise those who indicate 

they have more of an item in their work than they had five years before 

also tend to have low scores on that career consideration factor. Thus 

the hypothesis is supported9 providing additional evidence of the use

fulness of the typology, as revised here.

Relations Among Career Consideration Factors and Other Variables. 

Gamma measures of association were again used to examine associations 

between "wanting more" of the career consideration factors and responses 

to items in the questionnaire related to:

1) Estimate of future career progress

2) How well the respondents are keeping up with change

3) Their confidence in keeping up with change

4) Amount of coping behavior in handling change

5) Other-Inner directedness

6) Amount of education

7) Occupational generation.

The first four items in this list were among items included in 

the questionnaire to measure the impact of change on the respondents* 

careers. Item five was used in the questionnaire to measure basic life 

orientation and the last two items were included as control variables.

In order to simplify the presentation of this data, the associa

tions of the career consideration factor scores and these other 

variables are presented in Table 13.
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TABLE 13--Relations Among Career Consideration Factors and Other
Variables3

Career Consideration Factor
Item Self- Autonomy 

actualization
Status Association-

Security

Estimate of future 
career progress .02 -.01 -.09 -.18

How well keeping 
up with change .02 -.09 -.06 -.22

Confidence in 
keeping up with 
change .04 -.07 -.14 -.23

Amount of 
coping .05 .12 .09 <rCM

Other-Inner 
directedness .09 .01 .00 -.12

Amount of 
education -.02 -.09 -.02 -.17

Occupational
generation .12 .08 .09 .01

a. All measures are gamma.

b. These factors were scored as described on p. 28. In effect, 
the scores represent degrees of "wanting more" of a factor in one's 
work, from not wanting any more to wanting it fairly strongly.

Estimate of Future Career Progress. The specific question and 

the responses available were: "How would you estimate your career 

progress in this organization from now on?" 1) I may have trouble 

staying at my present level; 2) I'll probably stay at my present level;

3) I'll progress about the same as the average person in my position; 4) 

and I'll progress faster than the average person in my position. The



answers to this question can be thought of as ranging from a. low 

estimate of career progress (response 1) to a. high estimate of career 

progress (response 4).

Those who want more of the items in the Association-Security 

factor are generally those people who believe they may have trouble 

staying at their present level. There is a slight tendency for those 

who want more of the items in the Status factor to be dubious about 

their future career progress and no relation between Autonomy and Self- 

actualization and estimate of future career progress.

How Well Are You Keeping Up With Change? The specific question 

and the responses available were: "With reference to the changes that 

your organization has introduced^ or is introducing9 that have affected 

your career, where do you believe you stand today?" 1) I*ve pretty much 

given up trying to keep up with them; 2 ) .i've had a good bit of trouble 

keeping up with them; 3) I'm keeping up with them well enough for all 

practical pruposes; 4) I believe I'm keeping up very well with them.

The responses to this question can be thought of as ranging from a. low 

rate of keeping up with change (response 1) to a high rate of 

keeping up with change (response 4).

Table 13 indicates that those who want more of the Association- 

Security factor tend to have trouble keeping up with change. The same 

tendency is present for those who want more of the Status and Autonomy 

factors. Keeping up with change is not related to the Self-actualiza

tion factor.
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Confidence in Keeping Up with Changee The specific question and 

the responses available were: "As you look ahead to the future, how 

confident are you about keeping up with changes in your organization 

that may affect your career?" 1) Not very confident; 2) Fairly 

confident; and 3) Very confident.

Those people who are not very confident about keeping up with 

changes tend to want more of the Association-Security items. The same 

is true for those who want more of the Autonomy and Status items.

There is no relationship between the Self-actualization factor and 

confidence in keeping up with change.

Coping with Change. The statements about coping with change 

included in the questionnaire were derived from a list of ways of 

handling changes reported in interviews with middle management.^ These 

items were classified as 1) mastering, opposing or avoiding change; and

2) dealing with change through others or through one1s own efforts. The 

scores on these types of coping grouped into three rates of coping 

behavior: high, medium and low. The relationships between the rates of 

coping and the job satisfaction factors are also in Table 13.

Those who feel they want more of the Association-Security factor 

are also high on the amount of coping behavior they engage in. Those 

who feel they have enough of this factor don*t engage in as much coping 

behavior. The relationships between coping and other career considera

tion factors are in the same direction, although they are generally 

weaker.

41. Bowers, Brown and Bryant, 0£. cit.„ pp. 15-16.
y
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Other-Inner Directedness, Another aspect of the research 

project3 of which this thesis is a part9 was the development of an

Inner-Other Directedness scale*^ This scale developed from a pool of

items extracted by Gross from Riesman5s The Lonely Crowd was designed to

measure the TIbasic life orientation’1 or ’’attitudinal set” of the
respondents.

The Inner-Other directedness scores, which originally ranged 

from 0 to 17 were regrouped into four categories which ranged from a 

score of 1 for ’’most other directed” to a score of 4 for ’’most inner- 

directed.” Since these two types are at opposite ends of a continuum, 

’’most other-directed” is the same as ’’least inner-directed. ”

Those respondents who want more of the Association-Security 

factor are generally less inner-directed types. Those respondents who 

have enough of this factor tend to be more inner-directed types0 Those 

who have enough of the Self-actualization factor are generally the less 

inner-directed types. The relationships between the Status and Autonomy 

factors and Inner-Other directedness appear to be insignificant.

Amount of Education. The amount of education the respondents

had was ascertained by the question: ’’How far did you go in schoolV

1) High school or specialized training; 2) Some college work but less

42. Jimmy Alewine, An Empirical Investigation of Some Hypotheses
Taken From ’’The Lonely Crowd.” M.A. thesis. The University of Georgia, 
1962, Chapter 3.

43. Herbert W. Gross, The Relationship Between Insecurity* Self- 
Acceptance, Other-Direction and Conformity Under Conditions of 
Differential Social Pressure.” Unpublished Ph.D. dissertation. The 
University of Buffalo, 1959.
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than a bachelor's degree; 3) Bachelor's degree or equivalent;, and
4) Work beyond the bachelor's level.

In general„ there appears to be a negative relationship between 

the amount of education the respondents have and how much they wanted 

more of the career consideration factors. That ls9 those respondents 

who have enough of the factors tend to be the highest educated in the 

sample. This relationship is strongest for the Association-Security 

factor.

Occupational Generation. The specific question used to 

determine the respondents' occupational generation was: "In what year 

did you hold your first full time job? (Please exclude military service 

unless you are now on extended active duty.)" The respondents were 

classified into four occupational generations: pre-depression, 

depression, war and post-war. Saunders, who has made a similar division 

into occupational generations, believes that these executives differ in 

outlook, values and motivation.^ If his belief is true, then 

presumably there should be some differences in the manner these respond

ents from different occupational generations view these career 

considerations. The distribution of the occupational generations is 

presented in Table 14.

44. Dero A. Saunders. "Executive Discontent," Sigmund Nosow and 
William H. Form (eds.) Man. Work and Society. New York: Basic Books,
Inc., 1962, p. 463.
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TABLE 14--Distribution of Respondents' Occupational Generation
(per cents)

Description Year First Full Time Job Percent of Sample

Pre-depression 1900-1929 14.1

Depression 1930-1939 31.7

War 1940-1944 26.3

Post-war 1945-1957 27.9

Total 100.0* (N=3609)

a. Twelve respondents could not be classified with regard to 
their occupational generation.

In general, the post-war generation wanted more of the career

considerations and the pre-crash generation tended to have enough. The 

Association-Security factor in this case is not related to occupational 

generation.

The most salient features in Table 13 are the ways in which the 

respondents were separated into different categories, according to how 

they view the career consideration factors.

In particular, wanting more of the Association-Security factor 

is apparently linked with feelings of being unable to keep up with the 

changes that have occurred in the organization and changes which will 

presumably occur in the future. Those who want more of this factor also 

tend to be more other directed, concentrated in the lower educational 

levels, and use a multiplicity of techniques to cope with the changes 

that are occurring in the organization. This coping behavior is likely 

to be related to attempting to manipulate people, or allowing themselves 

to be manipulated.



42

Feeling that Status is important and wanting more of it in the 

job also characterizes those people who have had difficulty in dealing 

with change in the past and are anticipating more difficulty in the 

future. There is a tendency for these people to come from the younger 

occupational generations, and be high on the amount of coping behavior 

reported.

Those respondents who score high (want more) on the Autonomy 

factor have not been keeping up very well with organizational changes 

and are not very confident about keeping up with these changes. They 

too are concentrated in the younger occupational generations, in the 

lower educational categories, and are high on the amount of coping 

behavior displayed.

Those people who want more of the Self-actualization factor view

their ability to keep up with changes in the organization somewhat

differently than do those respondents who score high on the other 

factors. In general, they tend to believe they are keeping up with the 

changes that have occurred and to be confident about keeping up with 

future changes. Moreover, they are more inner-directed. This group is 

also concentrated in the later occupational generations, and high on 

rate of coping behavior. They are in the lower educational categories 

for the sample.

In general, those respondents who want more of any career

consideration factor are from the younger occupational generations; they

appear to be trying to cope with changes with every means available to 

them and they tend to be in the lower educational categories for the 

sample.
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From their responses, it is possible that this group is 

frustrated by their career progress. Being from the youngest occupa

tional generation and having the least education means that as a group 

they lack the education and work experience to deal with changes 

effectively. By the same token, their youth and lack of experience and 

education severely limits access to higher positions which are the means 

to attain Self-actualization. Autonomy, Status and Association-Security. 

This double bind probably produces the excess of coping behavior which 

has apparently proved unsuccessful in the past in dealing with changes, 

and in which little store is set in dealing with future changes.



CHAPTER V

SUMMARY AMD DISCUSSION

This study has been concerned with the testing of a basic career 

consideration typology developed by Bowers9 Brown and Bryant from a 

number of studies of job satisfaction, career motivation, dimensions of 

career success and categories of career goals.

Responses by some 3600 middle management personnel to twenty 

career consideration items were factor analyzed to determine if factors 

derived would agree with the dimensions abstracted from the literature„ 

Factors related to Self-actualization, Autonomy and Status, which 

appeared as types in the literature were identified as factors by the 

analysis. Two other dimensions identified in the literature. Associa

tion and Security, merged into a single factor in the analysis.

In the clarification of the considerations through factor 

analysis, five of the twenty items were eliminated as not being related 

to the four factors, and not forming a fifth factor. Several other 

items originally identified with one type were found to fit better with 

another type. In general, however, the items represented an internally 

consistent measure of basic career considerations.

When the respondents were assigned scores for each career 

consideration on the basis of their responses to items incorporated in 

each factor, a positive relationship was found among the career

44
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considerations. Wanting more of a career consideration was also related 

to the respondents having less of it than they had five years before.

In addition those respondents who want more of the career 

consideration factors are generally from the younger occupational 

generations; they appear to be coping with change with every means 

available to them; and they tend to have the lowest amount of education 

for the sample.

Those respondents who want more of the Association-Security, the 

Status or the Autonomy career considerations tend to be less confident 

about keeping up with changes that have occurred, are occurring and will 

occur in the future. Those who want more of the Association-Security 

factor also tend to be other-directed types.

Those respondents who want more of the Self-actualization factor 

appear to be somewhat more confident about their ability to handle 

change. They also tend to be inner-directed types.

In general* those respondents who wanted more of the career 

considerations could be placed into two relatively distinct categories. 

Those respondents who wanted more of the Self-actualization,factor would 

presumably be the types of individuals who seek fulfillment through use 

of their own inner resources. Those who wanted more of the Associatioh- 

Security factor seem to be types of individuals who are mainly concerned 

with not having their present position challenged or threatened and who 

seek fulfillment in the association With others. Those respondents who 

wanted more of the Autonomy and.Status factors would appear to be 

similar in some ways to those in the Association-Security category and
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in other ways to those in the Self-actualization category. Thus they 

seem to form a category intermediate to Self-actualization and 

As s ociat i on-Se cur i ty.

Discussion. The categories of basic career considerations used

in this study and in others seem to be related to two need theories:

Maslow's theory of motivation and the "four wishes" of W. I. Thomas„

Maslow* s assumption is that human needs arrange themselves in
4 5hierarchies of prepotency. He places these needs on a continuum 

ranging from lower to higher order needs. The lowest order needs are 

the physiological needs, which are followed by: safety needs i.e., 

protection from danger, threat and deprivation; belongingness and love 

needs, called social needs; esteem needs, and needs for self-actualiza

tion, or desire for self fulfillment.

Esteem needs are classified into two types: self esteem, or the

desire for strength, achievement, adequacy, mastery, competence,

independence and freedom; and esteem of others, the desire for reputa

tion or prestige, status, dominance, recognition, attention, importance 

or appreciation.

Generally as the lower order needs are increasingly satisfied, 

the higher order needs become more a source of. motivation. Satisfaction 

of these needs is not an all or none process. There is a decreasing 

percentage of satisfaction as one goes from the lower order needs to the 

higher order needs.

45. A. H. Maslow. Motivation and Personality. New York: Harper
and Brothers, 1954, Chapter 5.
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The types in this theory of motivation seem to have much in 

common with the "four wishes" of W. I. Thomas, ^  i.e., the desire for 

new experience, for security, for recognition and for mastery. In his 

later writings, Thomas replaced the wish for mastery by the wish for 

response.

Thus the desire for security could be equated with Maslow's 

safety needs; the wish for recognition would be equivalent to the 

second type of esteem needs - that is, the desire for recognition op 

prestige; the wish for response would be related to Maslow's social 

needs; and finally, the desire for new experience could be interpreted 

as being one aspect of the need for self-actualization.

The five basic career consideration types used in the present 

study are found in Maslow's hierarchy of needs and they too have much 

in common with the "four wishes." In Maslow's theory autonomy appears 

in the need for self-esteem - that is, the desire for strength, achieve

ment, adequacy, mastery, competence, independence and freedom. The wish 

for mastery in the Thomas classification is also related to the self

esteem needs.

This statement relating the Bowers, Brown and Bryant career 

consideration types, the Maslow hierarchy of needs and the "four wishes" 

of W. I. Thomas is not intended to mean they are in one to one corre

spondence. There are however interesting parallels among the three 

typologies, which can be appreciated better by examination of Table 15.

46. Timasheff, op. cit., p. 152.
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TABLE 15--Relations Between Two Need Theories 
Consideration Types

and the Basic Career

Maslow Needs Thomas Wishes Basic Career 
Consideration Types

Physiological None None

Safety Security Security

Social Response Association

Self-esteem Mastery3 Autonomy

Esteem of others Recognition Status

Self-actualization New experience Self-actualization

a. Both the wish for mastery and for response were included, 
giving five wishes.

In addition, the findings of the present study seem to confirm 

the relationships between the Maslow theory, the "four wishes" of 

W. I. Thomas and the career consideration factors which were arrived at 

by factor analysis.

This interesting parallel between theory and empirical findings 

suggests that use of this theoretical framework in future studies would 

be fruitful. The Maslow theory would seem to indicate a high degree of 

predictability in relation to how people who want more of a certain type 

of career consideration view other aspects of their career.

In future studies it would be advisable to include in the 

typologies other items which may discriminate more clearly between the 

different types. Finally, a broader response pattern for the items 

included in the types of basic career considerations would facilitate 

their analysis.



APPENDIX 1

CENTROID FACTOR MATRIX3

Item
No.

Factor
I II III IV V

1 70 35 08 -24 -03
2 68 -08 30 -13 18
3 50 -29 -25 -21 -13
4 50 -39 -23 -11 11
5 68 16 -28 24 14
6 69 30 27 -07 -09
7 58 -13 26 -07 -12
8 24 11 -22 -06 06
9 61 -08 -11 -13 14

10 64 -27 30 -08 09
11 68 25 24 -14 -06
12 49 -46 -23 -03 -05
13 32 -45 -07 08 -30
14 65 20 -34 27 -06
15 55 47 18 17 12
16 72 38 -06 -15 -04
17 72 30 19 -05 -10
18 63 -11 22 29 19
19 59 -23 06 28 -21
20 73 -05 -24 10 09

a., Decimal points omitted.

TRANSFORMATION MATRIX3

Factor
1 655 489 ■ 463 307 151
2 438 -740 398 -283 -147
3 469 -291 -693 445 130
4 -348 -338 327 459 668
5 -195 -116 199 645 -702

a. Decimal points omitted
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