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ABSTRACT 

The literature on career planning in a work setting was reviewed. 

Few empirical studies had been done on programs which have been 

planned for the purpose of career planning and career development in a 

work setting. To a great extent, the research that was applicable had 

focused on male subjects and little was known about any differences 

that may exist between the career planning and development needs of 

males and females. 

The objectives of this study were to: 

1. Identify organizational and personal dimensions related to 

career planning in a work setting. 

2. Determine sex differences in career planning and development 

needs based on those dimensions. 

The data was collected in a federally owned corporation using a 

paper and pencil survey instrument. The instrument was developed to 

(1) assess the need for and appropriate design of the organization's 

career planning program and (2) establish baseline measures for 

evaluating the effects of that program. The survey was mailed to all 

white-collar and lower-level management employees in organizational 

units which volunteered to participate in the program. Completed 

surveys were returned by mail. 

Factor analytic techniques and reliability analysis were used to 

establish ten internally consistent scales representing the 

organizational and personal dimensions measured by the instrument. 

The dimensions identified were: 
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IV 

Organizational 

1. Availability of job information 

2. Availability of training information 

3. Supervisory support for career planning 

4. General work satisfaction 

5. Satisfaction with opportunity 

Personal 

1. Interest in career planning activities 

2. Interest in career development activities 

3. Willingness to acquire additional education and training 

4. Career confidence and commitment 

5. Awareness of career goals and abilities 

The scales representing the dimensions were used as independent 

variables in a two-group discriminant analysis for determining sex 

differences in career planning needs related to the dimensions. No 

sex differences of practical significance were found. Possible 

explanations for these results were discussed. 

The intercorrelations among the scales were examined for possible 

relationships of interest to theoretical development in the field of 

career planning in work settings. The implications for future 

research in terms of the dimensions and their intercorrelations were 

discussed. The possible limited usefulness of sex as a means of 

classifying groups of individuals with homogeneous characteristics was 

discussed. 
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CHAPTER I 

INTRODUCTION 

The last ten to fifteen years have been accompanied by a shift in 

orientation in vocational development. The name itself has shifted 

towards a broader concept called career or life career development 

(Super & Hall, 1978). Fifteen years ago the statement that the 

state of the art of career development was advanced compared to other 

areas of psychology would probably have been considered accurate. 

Super, Statishersky, Mattin, and Jordaan (1963) had completed their 

theoretical work on self-concept and congruency between personality 

types and work environments. Vocational interest inventories based on 

this theory were successful in predicting the satisfaction and success 

of men in later years (Diamond, 1979). 

Models of career stages had been developed and accepted since 

1933 (Buhler). The model presented in Super and Hall's (1978) 

review is still used to organize the literature. There has been a 

great deal of research on the individual stages presented in Figure 1 

(e.g., Beatty, 1974), but no research has been done as a longitudinal 

test of the validity of the life span model of career stages (Super & 

Hall, 1978). It would seem that this model is in fact invalid. 

There is considerable evidence that this model does not incorporate 

the patterns of vocational development of women (Super & Bohn, 1970; 

Rose & Elton, 1971; Holland, 1972; & Gutek & Nieva, 1979). The 

increased occurrence of mid career change (e.g., Bolles, 1972) has 

further made this model inappropriate for use in todays career 
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environment (Gysbers & Moore, 1975). It makes no provision for career 

discontinuity or change. Ginzberg, one of the early theorists in 

career development did, in fact, revise his theory of career stages in 

the early 70's to account for these changes. The conclusion now is 

that the process of exploration is open-ended rather than ending at 

age 20 or 25 as was originally posited (Diamond, 1979). People 

continue to change, grow, and exercise control throughout their lives 

by making conscious career choices. This results in a constant need 

for career management which is especially salient because of increases 

in occupational options, changes in the economic environment, shifts 

in norms and social values, and changes in the opportunity structure 

(Hansen, S.L., 1972). These factors are having tremendous impact on 

the lives and career development of men as well as women as the 

women's liberation movement moves women into the "male created culture" 
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of the work setting in nontraditlonal roles (Diamond, 1979). Work 

organizations also respond to these changes. One response has 

been to institute in-house career planning and development programs. 

These programs range from labor force forecasts, job posting, and 

career path identification to career counseling and beyond to aid 

organizations and individuals in managing careers (Super & Hall, 

1978). 

The research on career planning in work settings is scarce 

compared with research in educational settings. Very little is known 

about how to design and implement organizational career planning 

programs (Super & Hall, 1978). The review that follows summarizes 

what is supported by the research literature. 

There is substantial evidence that career planning benefits the 

organization as well as the individual. Beatty (1974) found that 

individuals who received job support and interest from the organi 

zation were more likely to be successful and show job commitment and 

satisfaction. Self-development activities such as goal setting and 

action planning have been shown to enhance career planning (Miller, 

Bass, & Mihal, 1973). Results from several studies (Hall & Schneider, 

1973; Burnaska, 1976) indicate that training supervisors to assist 

disadvantaged employees in career planning decreases turnover and 

increases productivity. Rapid advancement seems to be related to 

increased job involvement, higher motivation, and positive company 

attitudes (Bray, Campbell, & Grant, 1974). Hall (1971) found that 

characteristics of the tasks, such as autonomy and interest, were 

related to increased self-esteem and job involvement. 
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These earlier studies have typically used only male subjects 

except in studies of disadvantaged workers, so generalizing these 

effects to females is premature. There is recent evidence (Gould, 

1979) that career effectiveness as defined by: (1) salary and level; 

(2) career involvement; (3) adaptability; and (4) identity resolution 

is related to the extent of reported career planning for both men and 

women in upwardly mobile occupations. 

Research on females in organizations leaves little doubt that 

they have faced different career climates and socialization than males 

(e.g., Bem, 1973; Gutek, 1979) due to unlawful discrimination and sex 

biases. 

The effects of these differences on the career planning and 

development processes in the work setting are to a large extent 

unknown. There is some evidence that there are few basic, 

unsocialized differences in the career development, motivation, and 

occupational aspirations of males and females (Osipow, 1975). Sex 

related differences in career and motivational patterns have been 

found in well planned research studies (Rose & Elton, 1971; Gutek, 

1979), yet there are inconsistencies in the findings. These inconsis 

tencies may be a result of uncontrolled variables (Nieva & Gutek, 

1980). It is Osipow's (1975) conclusion that the more homogeneous the 

males and females are in terms of socialization experiences, 

occupational choice and level, and lifestyle variables (e.g., support 

systems), the less differences in career aspirations can be attributed 

to the sex of the individual. This conclusion, however, may not apply 

to differences that appear as a result of organizational processes and 

sex role socialization. 
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Equal employment opportunity legislation and the women's movement 

have put pressure on organizational practices and sex-typed attitudes 

which operate to perpetuate career and occupational differences in 

males and females. Career planning and development may be a useful 

tool in responding to the pressure to increase participation of 

females at all organizational levels and in male-dominated 

occupations. At present there are few research results about sex-

related differences that can guide program efforts toward meeting 

differential career planning and career development needs of male and 

female employees, if such differences do exist. 

The career counseling literature provides some guidance for 

career planning program design. The literature is to a great extent 

intuitive or based on research in educational settings but never 

theless takes a realistic life span view of career development as it 

exists today. The aim of career counseling is generally to provide 

decisionmaking skills to be used continually in career planning rather 

than the earlier notion of aiding the individual in making ^ 

occupational choice (Hansen, 1975). Gysbers and Moore (1975) outline 

the basics that a career planning program should provide. 

1. Self-knowledge 

2. Interpersonal skills 

3. Life career planning 

4. Self-placement competencies 

With this sketchy background knowledge the Tennessee Valley 

Authority (TVA), a large southeastern, federally owned corporation, 

set out to implement a career planning and development program to 

benefit employees and the agency. The first step in designing such a 



program was to develop a needs assessment survey instrument to target 

specific activities and to establish a data base to evaluate and do 

continued research on the effects of the program. These efforts were 

in response to "a lack of research on programs which are planned for 

the purpose of career development in work settings," cited as one of 

the major research needs for career development (Super & Hall, 1978, 

page 336). 



CHAPTER II 

PROBLEM 

Little research has been done to date on adult career planning 

and development activities in work organizations. Career development 

and career planning activities in the work setting have increased 

rapidly over the last ten years due to pressures from: (1) increased 

concern for the quality of work life in organizations; (2) equal 

employment opportunity and affirmative action legislation; (3) rising 

education levels and occupational aspirations of employees; and (4) 

slow economic growth associated with reduced advancement opportunities 

(Schein, undated; Super & Hall, 1978). Unfortunately there have 

been few attempts to evaluate the effects of career planning programs 

or to determine differential needs for career planning and development 

activities for male and female employees. 

Much is known about the vocational development of males through 

the college years through research in educational settings (Super & 

Hall, 1978). The present theories based on educational research seem 

inadequate for understanding or assisting female employees in career 

development (Osipow, 1975) and dealing with the phenomenon of mid-

career change (Super & Hall, 1978). 

This study was designed to empirically investigate organizational 

and personal dimensions related to career planning in a work setting 

as measured by the broad-based survey instrument used in the TVA. The 

dimensions measured by the instrument were determined by using two 

different statistical methods on two separate samples of survey 

7 
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responses collected in the agency. A comparison of the agreement 

between the two methods was made and final measurement dimensions were 

identified. Differences between males and females were examined to 

determine if the dimensions revealed patterns of response that would 

indicate differential career planning and development needs related to 

the sex of the employee. 

The specific objectives of this study were to: 

1. Identify organizational and personal dimensions related to 

career planning in a work setting. 

2. Determine sex differences in career planning and development 

needs based on those dimensions. 

A caution about the data is in order due to the uniqueness of the 

TVA. TVA is a hybrid corporation which operates in the public view. 

It is subject to many government regulations, must react to the local 

and national political environment and yet maintain its identity as a 

self-supporting member of the private sector. Employees are unique in 

that they are federal employees but negotiate wages and benefits 

through recognized private sector unions. The data, therefore, may 

not generalize to other types of organizations. 

The methodology does not carry the limitations applicable to the 

data and is offered as a model for other organizations, both public 

and private, for designing and evaluating career planning programs. 

As career planning becomes a more prevalent part of organizational 

strategies for effective human resource management, such systematic, 

data-based approaches as presented here will aid in connecting 

career development theory with organizational practices. 



CHAPTER III 

PROCEDURE 

Data Collection 

The data were collected using a paper and pencil survey instrument. 

The instrument was developed to determine the need for and appropriate 

design of an innovative career planning program to be implemented in 

the TVA. The instrument was also developed as a pretest measure for 

evaluating the effect of the agency supported career planning effort 

in meeting employee needs and improving the career planning process in 

the agency. A follow-up administration of the instrument was planned 

one year after implementation of TVA's career planning program. 

Items included in the instrument were chosen to cover a wide 

range of variables related to career planning and development. A 

literature search and interviews with TVA managers were used to 

identify variables relevant to career planning in a work setting. 

Variables were identified for the purpose of program needs assessment 

and for determining the value of the career planning program. This 

information was translated into Likert type items. The instrument was 

pilot tested in several work units in the organization. The pilot 

studies resulted in wording changes and the addition of items. The 

final version of the instrument to be used in the remainder of the 

organization contained 81 items. Seventy—eight of the items were used 

in the following analysis of instrument properties. Three of the 

items were excluded because the items represent lead-ins to open-ended 

9 
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responses (see items 52, 64, and 65 in Appendix A). A copy of the 

instrument is included in Appendix A. 

Items were logically grouped into nine sections with the 

following content areas: 

A. Availability of career information 

B. Personal statements (career awareness) 

C. Work-related questions (job confidence and properties) 

D. Career development statements 

E. Career planning statements 

F. Sources of career information 

G. Job and career satisfaction questions 

H. Willingness to acquire additional training 

I. Career planning environment (supervisor and organization 

support) 

The items in each of the nine sections of the instrument were not 

assigned to sections on an empirical basis. The items in each section 

could therefore not be added and used as scales. During the design of 

the program, some of the items were examined individually to determine 

employee career planning needs. Career planning and development 

program activities were then designed to meet these identified needs. 

Differential needs by sex were not examined. Items included for 

evaluation purposes only (e.g.. Part G—job satisfaction) were not 

examined at all during program design and implementation in order to 

protect the integrity of the evaluation effort. 

Survey Population 

The career planning program was offered to all organizational 
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units in the TVA and was targeted for all annual salary policy (i.e., 

"white collar") and lower-level management employees. Organizational 

units at the division and office level requested the program on a 

voluntary basis. The organizational units agreed to the needs assess 

ment and evaluation as a part of implementing the program. 

The instrument was mailed to all employees in thirteen organiza 

tional units in the agency that requested the career planning program. 

A cover memorandum was attached to each survey instrument which assured 

confidentiality of responses and requested return of the instrument by 

a specific date. (See Appendix A for a sample memorandum.) A follow-

up memorandum requesting return of the instrument was mailed to all 

nonrespondents ten days after the requested return date. A total of 

6,461 instruments were mailed and 4,171 subjects responded. Return 

rate was approximately 65 percent after the follow-up memorandum was 

sent. 

Each cover memorandum was stamped with a code number so that 

responses could be matched with biographical data available from 

computerized employee records. Two hundred and ninety-six employees 

returned the survey instrument but detached the cover memorandum. 

While these responses were used in the analysis to determine 

instrument properties, they were dropped from the analysis of sex 

differences because biographical data could not be matched to those 

respondents. 

Of the respondents matched with biographical data, 2,564 were male 

and 1,311 were female. Over 67 percent had some post-high school educa 

tion; 30 percent had completed high school; less than 3 percent had less 

than a high school diploma. The mean age of respondents was 32 years. 



 

CHAPTER IV 

ANALYSIS 

The analysis of the data consisted of two methods for identifying 

the dimensions measured by the survey instrument. Each method used a 

separate sample from the data as a check on agreement between methods 

and capitalization on chance variance. The dimensions identified were 

then used as independent variables in a two-group discriminant 

analysis with sex as the dependent variable for purposes of testing 

hypotheses about sex differences in responses. 

Dimension Identification; Method I 

Method I consisted of defining a set of scales and subjecting 

them to reliability analysis for determining internal consistency. 

Gorsuch (1974, p. 73) states: "multiple group factors are 

defined as linear, weighted composites of two or more variables . . . 

In most multiple group factor analyses, the factor is defined as the 

sum of the scores from a group of variables accepted as defining the 

factor with each variable given equal weights." This is equivalent to 

a scale score where responses to a group of items are added and the 

sum is used as the variable rather than individual items. Items to be 

included in a scale can be identified logically or through some 

empirical method. The scales of interest in this analysis were 

empirically identifiable homogeneous dimensions measured by the 

instrument. 

12 
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A computer generated random sample of 820 cases was drawn from 

the respondent population. Listwise deletion of cases with missing 

data left 544 cases for use in the analysis. Gorsuch (1974) 

recommends a minimum of five cases per variable to avoid capital 

ization on chance in computing indices of association such as 

correlation coefficients. Fahey (1981) found that far fewer 

observations were needed than suggested by Gorsuch. According to 

these criteria, the sample size after case deletion was viewed as 

adequate. 

An intercorrelation matrix was generated from the sample data. 

The pattern of intercorrelations was used to identify groups of items 

(i.e., scales) with high intercorrelations. These scales were then 

subjected to reliability analysis (Nie, Hall, Jenkins, Steinbrenner, & 

Bent, 1975). Items were added and deleted in two iterations to yield 

relatively homogeneous dimensions of the instrument as measured by 

Cronbach's alpha. 

Alpha value greater than .60 was considered to indicate adequate 

internal consistency for use of a scale in further analysis. This 

level of alpha was chosen according to results reported by Gould 

(1979). Gould was able to identify a four item scale labeled 

"Identity Resolution" with three separate groups of subjects in work 

settings. This scale with a Cronbach's alpha of .66 subsequently 

entered into a multiple regression equation useful for predicting the 

extent of reported career planning for the research subjects (Gould, 

1979). 

The reliability analysis identified items which when grouped into 

scales met the criterion of a homogeneous dimension as defined by an 
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alpha greater than .60. The sum of the item responses Included in 

each scale was computed to get a scale score for each case in the 

sample used in the reliability analysis. A scale intercorrelation 

matrix was generated to determine the degree of obliqueness among the 

dimensions identified. 

Dimension Identification; Method II 

The principal factors method with iterations for estimating 

communalities was used in the Method II analysis to derive factors 

from a second randomly generated sample of the data (n = 563 after 

listwise deletion). The initial communality estimates were the 

squared multiple correlation between a given item and the rest of the 

items in the correlation matrix (Gorsuch, 1974). Decisions about the 

number of factors extracted and the type of rotation were made 

according to the decision rules discussed below. 

As pointed out earlier, the scales arrived at through reliability 

analysis were multiple group factors according to Gorsuch (1974). 

Gorsuch (1974) provides a method of determining the factor structure 

and therefore factor scores for this type of analysis (Gorsuch, 1974, 

p. 74). Access to a computer program is necessary to perform such a 

complex analysis since determining the factor structure from scale 

scores is extremely laborious. Therefore, the alternate method of 

using a principal factors analysis to check agreement with the 

homogeneous dimensions identified through Method I analysis was 

chosen. 

It was recognized prior to any analysis that factor analytic 

techniques might prove useful in identifying dimensions measured by 
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the instrument. It was also recognized that exploratory factor 

analysis could be expensive, time consuming, and yield little inter-

pretable results without knowing the appropriate factor analytic 

models and procedures for the data (Gorsuch, 1974; Child, 1975). 

Factor analytic results are difficult to explain to managers who will 

use the data and do not have a sophisticated knowledge of statistics. 

Results are also notoriously difficult to replicate (Child, 1975). 

For these reasons, factor analytic techniques were not chosen for the 

initial analysis but were used as a second method for investigating 

the measurement dimensions of the instrument. This allowed for the 

use of information gained in the Method I analysis as decision rules 

for the factor analytic procedures used in Method II. 

Decision Rules for Method II 

1. Number of factors to be extracted; The number of scales 

with alpha greater than .60 identified in Method I. Plus 

one and minus one factors were also to be extracted and 

examined for factor clarity. 

2. Oblique/Orthogonal rotation: Oblique if scale inter-

correlations from the matrix generated in Method I were 

consistently high. Otherwise orthogonal VARIMAX rotation 

(Gorsuch, 1974, page 191). 

Comparing Method I and Method II 

Method I and Method II were similar in that both relied on 

covariation to determine the dimensions measured by the instrument. 

Method I assigned all of an item's variance to one scale along with 
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other items that shared common variance. Method II assigned item 

variance to more than one factor on the basis of common variance with 

the factors. Despite this similarity there was no direct statistical 

test to determine agreement between the two methods. 

The main criterion of interest for agreement between the two 

methods was whether items were grouped into similar measurement 

dimensions by both methods. Items which were added to compute scale 

scores in Method I should have loaded high on the same factor in the 

factor analysis performed in Method II. 

The use of two methods and two samples allowed for this test of 

agreement on the dimensions measured by the instrument. The data from 

all respondents could have been analyzed as a whole by one or the 

other method. This would not have provided information about possible 

capitalization on chance variation as a result of the method chosen, 

or the usefulness of the dimensions in examining other samples from a 

similar population. This was an exploratory study and it seemed wise 

not to rely on any one method of grouping variables. 

If both methods resulted in similar groupings of items, the 

decision to use factor or scale scores in the hypotheses testing of 

sex differences was made by looking at interpretability. Unit 

weighted results are far easier to interpret and communicate even when 

the factor structure is extremely clear and well defined. Scale 

scores therefore were seen as more appropriate in terms of ease of 

measurement and interpretability. 
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Examining Sex Differences 

A two-group discriminant analysis was performed on one-half of 

the cases from the samples used In Method I and Method II analyses to 

determine If the dimensions differentiated between male and female 

respondents when used as Independent variables In the discriminant 

function. The method of analysis was chosen as appropriate for the 

following reasons: 

1. It avoided the problem of multiple F-tests vdiere the 

Intercorrelatlons among variables render the tests 

non-independent (Hayes, 1973). 

2. The pervasiveness of sex differences could be determined by 

looking at the proportion of cases correctly classified. 

3. The sex difference hypotheses were two-tailed due to 

Inconsistent findings and lack of research on sex 

differences related to career planning In a work setting. 

4. An additional test of the appropriateness of the measurement 

dimensions Identified was to be made by applying the 

discriminant function to the other half of the respondents 

Included In the two randomly drawn samples as a cross 

validation sample. 

The following null hypotheses were to be tested If appropriate 

measurement dimensions were established through the earlier analyses: 

1. Male and female employees report the same availability of 

career Information. 

2. Male and female employees express equal Interest In career 

planning activities. 
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3. Male and female employees express equal interest in career 

development activities. 

4. Reported willingness to acquire additional training is the 

same for males and females. 

5. Males and females report the same career planning 

environment. 

6. Females report the same awareness of their career identity 

as males. 

7. Females express as much confidence in their abilities as 

males. 

8. Males report the same opportunity for advancement as 

females. 



CHAPTER V 

RESULTS 

Measurement Dimensions; Method I 

Nine scales with Cronbach's alpha greater than .60 were 

identified through the reliability analysis discussed in Method I. 

The items for each scale and the associated alpha are given in 

Appendix B. Fourteen items from the original 78 did not enter into 

any of the scales. The scales represented the following dimensions: 

1. Availability of job and training information (Alpha = .91) 

2. Awareness of career goals and abilities (Alpha = .79) 

3. Career confidence and commitment (Alpha = .66) 

4. Satisfaction (Alpha = .86) 

5. Interest in career planning activities (e.g., developing 

career goals) (Alpha = .87) 

6. Interest in career development activities (e.g., developing 

communication skills) (Alpha = .82) 

7. Sources of career information (Alpha = .77) 

8. Willingness to acquire additional training and education 

(Alpha = .78) 

9. Supervisory support for career planning (Alpha = .94) 

The intercorrelation matrix for the nine scales is given in Table 1. 

Measurement Dimensions: Method II 

The decision rules from Method I were applied to select the 

number of factors to be extracted and the type of rotation for the 

19 
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principal factors analysis in the Method II analysis. Since some of 

the Method I scales were highly intercorrelated (e.g., career planning 

and career development) an oblique factor analytic solution appeared 

best to represent the data in the Method II analysis. Nine scales 

were identified in Method I and therefore a nine-factor solution with 

oblique rotation was initially performed on the second sample drawn 

from the data. This initial factor analysis did not yield a clearly 

defined simple factor structure and it was necessary to look at 

alternative factor analytic solutions. 

The eigenvalues indicated that 18 factors with eigenvalues 

greater than 1.0 could be extracted. These factors accounted for 

approximately 63 percent of the total instrument variance. The 

eigenvalues were plotted and a scree test (Harmon, 1974) used to 

determine that 14 factors should be extracted. The scree test plot is 

given in Appendix C. A 14-factor solution dropped the total 

instrument variance accounted for to about 59 percent, not enough to 

warrant the additional factoring. 

The 14 factor solutions (squared multiple correlations used for 

initial communality estimates and oblique rotation) extracted ten 

interpretable factors. Three factors were considered uninterpretable 

due to less than three salient loadings (Factors 7, 9, and 14 in the 

complete solution shown in Appendix D). Another factor was uninter 

pretable because the two high salient item loadings were in the 

opposite direction and the additional salient loading was low (Factor 

10 in Appendix D). 
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The rotated factor solution was interpreted as follows; 

1. The nine items with communality of less than .30 were 

eliminated as too unreliable to be useful (Fahey, personal 

communication). 

2. The highest loading for each variable (if absolute value 

greater than .30) was selected as the salient loading. 

3. All loadings in the factor solution that were greater than 

the smallest salient loading were selected as high 

nonsalient loadings. 

4. The items with high salient and high nonsalient loading were 

used to define the factors. 

The interpreted factor solution is displayed in Table 2. The 

following dimensions were represented in the factor solution: 

1. Availability of job information 

2. Availability of information about training opportunities 

3. Awareness of career goals and abilities 

4. Career commitment and confidence 

5. General work satisfaction 

6. Satisfaction with advancement opportunities 

7. Interest in career planning activities 

8. Interest in career development activities 

9. Willingness to acquire additional training and education 

10. Supervisory support for career planning and development 

The factor solution agreed to some extent with the scales derived 

through the Method I reliability analysis. Four scales agreed closely 

between the two methods; (1) Awareness of Career Goals and Abilities, 

(2) Career Commitment and Confidence, (3) Supervisory Support and. 
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(4) Willingness to Acquire Additional Training. Some clear 

differences were also found. Theoretical considerations caused the 

differences to be of more interest than the similarities. An item-

by-item comparison of agreement in the assigning of items to scales 

was planned between the two methods. This was not done because of the 

potential value of the dimensions derived from the factor solution. 

The following major differences were observed. 

- The factor solution indicated that the adequacy of job 

information received was distinguishable from the adequacy of 

training information received. This was meaningful since the 

two types of information were disseminated through different 

channels. The reliability analysis grouped all types of 

information into one scale. 

- The satisfaction items were grouped into a general work 

satisfaction and a satisfaction with advancement opportunities 

dimension in the factor analytic solution. This distinction 

was of interest for testing hypotheses about sex differences. 

Only one satisfaction scale was arrived at through reliability 

analysis. 

- Items concerning sources of career planning information 

employees would use did not form a separate factor in the 

factor analytic solution but some of the items made a valuable 

contribution to the dimension of interest in career planning 

activities. 



 

27 

These differences appeared to be meaningful enough to warrant use 

of the dimensions derived through factor analytic techniques in the 

hypotheses testing. 

Final Measurement Dimensions 

The items which defined the factor solution dimensions were 

analyzed according to Method I reliability analysis to determine if 

they could be represented by scales with Cronbach's alpha greater than 

.60. These items did form scales which met the criterion for interal 

consistency reliability for the sample used in Method I and the 

independent sample used in Method II. A second iteration of the 

reliability analysis was done and some items were either added to or 

deleted from the final scales used in hypotheses testing on the basis 

of theoretical meaning or increased reliabilities. The specific 

changes in the final scales are identified in Table 2. In total, 20 

of the original items were not used in the final scales. Nine had low 

communalities, ten had factor loadings of less than .30 or loaded on 

the uninterpretable factors, and one was eliminated in the second 

iteration discussed above. 

The final scales representing the ten measurement dimensions of 

the survey as derived through the combination of Method I and Method 

II are given in Figure 2, along with the associated means, standard 

deviations, and alpha. The scale means have been converted to the 

original five point metric of the items by dividing the sum of the 

item responses by the number of scale items. This was done to clarify 

comparisons among scale means. In all cases items were scored so that 

a high response (i.e., five) represented a larger amount of the 
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Interest in Career Planning Activities 

A program designed to assist you in developing your career 
goals and a path which will help you reach them. 

Watch an audiovisual presentation (for example, videotape, 
slides, movies) about career planning activities. 

Have an individual conference with a career counselor to 

discuss career opportunities and job requirements. 

Participate in a career planning workshop which includes 
learning to identify your abilities, skills, and experiences 
and how these apply to career opportunities within TVA. 

Read material (for example, books, pamphlets, training 
program outlines) designed to aid you in career planning. 

Career planning staff officer located in your division. 

Printed information mailed to you. 

Printed and audiovisual materials available in a central 

location in your division. 

Cronbach's Alpha = .90; Scale Mean = 3.97; Standard Deviation = .69 

General Work Satisfaction 

The top people respect your rights as a person. 

If you were starting over again you would like to work here. 

There is a friendly feeling in your division between 
employees and management. 

Your division is a good one for a person trying to get ahead. 

Your division is a better place to work than most of TVA. 

Considering everything about TVA, how satisfied are you 
with it as a place to work? 

Cronbach's Alpha = .82; Scale Mean = 3.45; Standard Deviation = .71 

Figure 2. Items and Statistics for Final Career Planning Needs 
Assessment Survey Measurement Dimensions. 
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Availability of Job Information 

You receive adequate information on jobs TVA will have in 
the future, including the number, types, locations, and 
qualifications for them. 

You receive adequate information on jobs Management Systems 
will have in the future, including the number, types, 
locations, and qualifications for them. 

You receive adequate information about the duties and 
responsibilities for positions in your branch/staff. 

You receive adequate information about the duties and 
responsibilities for positions in other divisions. 

Cronbach's Alpha = .88; Scale Mean = 2.87; Standard Deviation = .88 

Awareness of Career Goals and Abilities 

You are aware of your abilities. 

You are aware of the actual skills you use on the job or 
skills which you possess which could be used on another job. 

You are aware of the various job goals which you could 
achieve by using all your skills and abilities. 

You are aware of the levels of responsibility you could 
handle on the job. 

You are aware of your personal career goals. 

Cronbach's Alpha = .79; Scale Mean = 4.05; Standard Deviation = .48 

Supervisory Support for Career Planning 

How would you describe the communication that goes on between 
you and your supervisor(s)? 

How would you describe the feedback you receive from your 
supervisor(s)? 

How would you describe your supervisor's(s') concern for the 
direction which you would like to see your career follow? 

Figure 2. (Continued) 
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How would you describe the guldauce for your career plans, 
which your supervisor(s) aids you in finding? 

Cronbach's Alpha = .93; Scale Mean = 2.69; Standard Deviation = 1.12 

Willingness to Acquire Additional 
Training and Education 

Attend education/training program on TVA time. 

Attend education/training program after work (e.g., evening 
school) and be fully reimbursed for tuition and expenses. 

Attend education/training program after work (e.g., evening 
school) and be reimbursed for one-half of tuition. 

Attend education/training program after work (e.g., evening 
school) and pay all expenses yourself. 

Cronbach's Alpha = .81; Scale Mean = 3.71; Standard Deviation = .74 

Availability of Training Information 

You receive adequate information about training programs 
available in your division. 

You receive adequate information about training programs 
available in other divisions. 

You receive adequate information about rules and procedures 
for obtaining TVA educational assistance. 

You receive adequate information about educational programs 
available at schools or colleges in your geographic area. 

You receive adequate information about short-term training 
programs available outside TVA (e.g., QT's Executive 
Development Program, NTL Workshops in Human Resources 
Administration, etc.) 

You receive adequate information about job-related 
correspondence courses you can take. 

Cronbach's Alpha = .87; Scale Mean = 2.54; Standard Deviation = .79 

Figure 2. (Continued) 
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Career Commitment and Confidence 

You feel committed to your present job. 

You have self-confidence in your skills and abilities. 

You feel you have good decisionmaking ability. 

It is important that you do your job well. 

You feel that your work serves a useful purpose. 

You feel that you generally have control over decisions 
about how to do your own work. 

Cronbach's Alpha = .65; Scale Mean = 4.14; Standard Deviation = .44 

Interest in Career Development Activities 

A program on improving skills used in information gathering 
and employment interviews, such as what questions to ask and 
how to phrase them and, in general, how to develop a comfort 
able, confident interviewing style in order to communicate 
most effectively with the interviewer or selecting manager. 

A program created to improve formal writing skills for such 
things as job applications, resumes, and the TVA 9824. 

A program of job rotation which involves changing jobs with 
another employee temporarily to broaden one's skills. 

A program designed to prepare employees for possible 
advancement to the M-schedule. 

A program to improve general communication skills. 

A program designed to develop effective presentation skills 
(for example, skills used in a meeting). 

A program on first-line supervisory training. 

A human relations workshop. 

Cronbach's Alpha = .86; Scale Mean = 3.86; Standard Deviation = .66 

Figure 2. (Continued) 
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Satisfaction with Advancement Opportunities 

There are adequate opportunities for advancement within 
your branch. 

You feel "stuck" at your present pay grade. 

How satisfied are you with the career progress you have 
made in TVA? 

How satisfied are you with the opportunities you may have 
for getting ahead in your branch/staff? 

How satisfied are you with the opportunities you may have 
for getting ahead in other areas in your division. 

How satisfied are you with the opportunities you may have 
for getting ahead outside of your division in TVA? 

Cronbach's Alpha = .81; Scale Mean = 2.85; Standard Deviation = .75 

Figure 2. (Continued) 
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dimension being measured. The intercorrelations among the ten scales 

ranged from extremely low (.01) to moderately high (.66). Four of the 

intercorrelations were greater than .50. In no case did one scale 

predict more than 44 percent of the variance of another scale. The 

intercorrelation matrix for the scales is given in Table 3. 

The work satisfaction, satisfaction with opportunity, supervisory 

support, and availability of job and availability of training informa 

tion scales were positively correlated at levels that indicate 

meaningful association among these dimensions. These five scales 

appeared to cover the organizational dimensions that relate to career 

planning. 

The remaining scales of (1) awareness of career goals and 

abilities, (2) career confidence and commitment, (3) willingness to 

aquire additional training, (4) interest in career planning, and 

(5) interest in career development covered a domain of personal 

dimensions which were more under the control of the individual. The 

pattern of intercorrelations among these scales was not as consistent 

as the intercorrelations among the organizational dimensions but the 

relationships were meaningful for speculating about the career 

planning process. The implications of the intercorrelations are 

discussed in Chapter VI. 

Sex Difference Hypotheses Testing 

The final step of the analyses was a two-group discriminant 

analysis with sex as the dependent variable. The ten scales formed 

through the factor analytic techniques were entered as independent 

variables. The use of these scales dictated some modifications of the 
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original null hypotheses that were to be tested. These modifications 

will be discussed as the results of the discriminant analyses are 

discussed. A summary of the results is displayed in Table 4. 

As can be seen from Table 4, three of the dimensions did reach 

the .05 significance level in the discriminant function. The sex 

differences in mean responses, however, were so slight that they are 

of no practical significance. The hypotheses that were tested follow. 

It is important to be aware that discriminant analysis tests the 

significance of differences in mean response under the condition that 

all other variables are held constant thus controlling for inter-

correlations among independent variables. 

Hypothesis 1. Male and female employees report the same avail 

ability of career information. This hypothesis was actually tested as 

two separate hypotheses because career information was subdivided into 

two measurement dimensions; (1) job information and (2) training 

information. 

Hypothesis la. Males and females report the same avail 

ability of job information. This null hypothesis was not 

rejected. 

Hypothesis lb. Males and females report the same avail 

ability of training information. This null hypothesis was not 

rejected. 

Hypothesis 2. Male and female employees express equal interest 

in career planning activities. This hypothesis was rejected with 

females reporting slightly more interest than males. 
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Hypothesis 3. Male and female employees express equal interest 

in career development activities. The career development scale did 

not discriminate between males and females so the null hypothesis was 

not rejected. 

Hypothesis 4. Reported willingness to acquire additional 

training is the same for males and females. No difference was found 

and the hypothesis was not rejected. 

Hypothesis 5. Males and females report the same career planning 

environment. This hypothesis was modified due to the items which 

defined the dimension. The items consisted solely of supervisor 

support for career planning. 

Hypothesis 5 (revised). Males and females report the same 

supervisory support for career planning. The null hypothesis was 

rejected with females reporting slightly more supervisory support 

than males. 

Hypothesis 6. Females report the same awareness of their career 

identity as males. This hypothesis was tested with the awareness of 

career goal and abilities scale. There was no difference in male and 

female responses and the null hypothesis was not rejected. 

Hypothesis 7. Females express as much confidence in their 

abilities as males. The confidence and commitment scale was used to 

test this hypothesis. There was no difference and the null hypothesis 

was not rejected. 
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Hypothesis 8. Males report the same opportunity for advancement 

as females. The satisfaction with opportunity scale did not deal 

primarily with availability of advancement opportunities so the 

hypothesis had to be modified to reflect the dimension. 

Hypothesis 8 (revised). Males report the same satisfaction 

with opportunities for advancement as females. Females were only 

slightly less satisfied but the null hypothesis was rejected. 

Hypothesis 9. Females and males report the same level of work 

satisfaction. This null hypothesis was not included in the original 

statement of hypotheses to be tested. The work satisfaction dimension 

did not discriminate between male and female respondents and the null 

hypothesis was not rejected. 

The discriminant function computed as a result of the analysis 

did a poor job of classifying the cases by sex. The sample used in 

the analysis was 67 percent male and 33 percent female. The discrim 

inant function correctly classified about 68 percent of the cases. 

The classification analysis predicted approximately 95 percent of the 

cases to be male. The sample was 67 percent male and this accounted 

for the majority of the cases correctly classified. Only 21 of the 

females were correctly classified (10.3 percent) while 405 (96.7 

percent) of the males were correctly classified. Due to this poor 

ability to discriminate, the discriminant function was not applied to 

a cross-validation sample. Table 5 summarizes the classification 

results. 
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TABLE 5 

CLASSIFICATION RESULTS FROM THE DISCRIMINANT 

ANALYSIS ON SEX DIFFERENCES 

No. of Cases Predicted Sex 

Male Female 

Male 419 405 14 

Actual 96.7% 3.3% 

Sex 

Female 203 182 21 

89.7% 10.3% 

Percent of cases correctly classified: 68.49% 



CHAPTER VI 

DISCUSSION 

Analytical Methodology 

Of the two methods used to identify the measurement dimensions of 

the survey, the Method II factor analysis was superior. The nine 

scales which were the result of the first analysis did not adequately 

capture all of the underlying measurement dimensions of the instrument 

although four of the nine scales did agree closely in the assignment 

of items with the scales derived from factor analytic results. The 

rest of the items were better represented by the dimensions from the 

factor analysis performed after the initial nine-factor solution was 

judged inadequate. 

Factor Analysis 

The fact that there were fairly high intercorrelations among some 

of the original nine scales (see Table 1, p. 20) made it evident that 

oblique rotation was appropriate in the Method II analysis. The 

results of the Method I analyses were also used to determine that nine 

factors should be extracted in the initial Method II principal factors 

analysis. The nine factor solution had so many variables with complex 

loadings that interpretation of the factors was unclear. Gorsuch 

(1974) advises caution in using interpretability as a criterion for 

comparing alternative factor solutions because of the possibility of 

subjective bias. He does advise that ease of measurement be used as a 

prime criterion if the results of the study are aimed at measuring the 

40 
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factors in future research. Since establishing dimensions which could 

be used in the study of career planning was one purpose of this 

research, there was adequate reason to abandon the nine-factor 

decision rule and seek a more clearly defined factor structure so that 

salient variables could be "added together to give a meaningful and 

valid measure" of the factors (Gorsuch, 1974, p. 209). 

Basic exploratory factor analytic procedures were used for deter 

mining the number of factors to extract when the nine factor solution 

did not prove adequate. There are many criteria that can be used to 

decide when to stop factoring. However, no simple, all encompassing 

standard has been developed (Harmon, 1976). A combination of several 

criteria was used to decide on the 14-factor solution used in the 

second Method II factor analysis. The basic assumptions that guided 

the decision were that overfactoring was better than underfactoring 

(Fahey, 1981) and extracting as few trivial factors as possible was 

desirable. The criterion of eigenvalues greater than 1.0 was examined 

first and the percent of instrument variance accounted for was 

computed. Eighteen factors accounting for 63 percent of the variance 

could have been extracted using that criterion. The results of 

studies to investigate the usefulness of this criterion have been 

mixed, resulting in underfactoring as often as overfactoring (Gorsuch, 

1974). A scree test was examined because, while fairly rudimentary, 

it minimizes the number of nontrivial factors extracted while it 

maximizes variance accounted for (Harmon, 1976). In addition, results 

of empirical studies of the scree test criterion have been more 

consistent and encouraging than many statistical criteria (Gorsuch, 

1974). 



 

42 

The scree plot had a fairly definitive break at 14 factors with 

the plot becoming a classic scree at that point (see Appendix C). 

Some argument could be made that the straight line began to exist at 

about nine factors but this had already been ruled an unacceptable 

solution. The 14 factors accounted for a large portion of the instru 

ment variance (approximately 59 percent) and almost 81 percent of the 

common variance. These percentages met two additional criteria 

discussed by Harmon (1976) for determining the correct number of 

factors. He suggests that capturing 50 percent of the instrument 

variance and 75 percent to 80 percent of the communality should 

capture most nontrivial factors. 

The 14-factor, obliquely rotated solution resulted in the ten 

interpretable factors that were used to form the final scales. As was 

seen in Table 2 (p. 23), the ten factors were fairly clearly defined 

and most of the salient loadings far exceeded the typical criterion of 

a loading greater than .30. This solution met Gorsuch's (1974) 

criterion of ease of measuring the factor by summing items with 

salient loadings and it was readily interpretable. 

Table 6 is a comparison of the dimensions that were identified 

through Method I and Method II analysis and helps to clarify the 

similarities as well as the differences. The differences are 

discussed under the Factor Interpretation section. 

Factor Interpretation 

The interpretation of the factors was fairly straight forward. 

Two colleagues with industrial psychology backgrounds were given 

Table 2 and asked to interpret the factors. One was familiar with the 
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TABLE 6 

COMPARISON OF SURVLY INSTRUMENT DIMENSIONS FROM 

METHOD I AND METHOD II ANALYSIS 

Method II 

(see Figure 2 , PR.28) 

1. Availability of Job Information 
Alpha = .88 

2. Availability of Training 
Information 

Alpha = .87 

3. Awareness of Career Goals and 

Abilities 

Alpha = .79 

4. Career Commitment and Confidence 

Alpha = .65 

5. General Work Satisfaction 

Alpha = .82 

6. Satisfaction with Advancement 

Opportunities 
Alpha = .81 

7. Interest in Career Planning 
Activities 

Alpha » .90 

8. Interest in Career Development 
Activities 

Alpha = .86 

9. Willingness to Acquire Additional 
Training and Education 

Alpha".81 

10. Supervisory Support for Career 
Planning 

Alpha » .93 

Method I 

(see Appendix B) 

Availability of Job and 
Training Information 

Alpha".91 
(#1 and #2 in Method II) 

Awareness of Career 

Goals and Abilities 

Alpha - .79 

Career Commitment and 

Confidence 

Alpha « .66 

Satisfaction 

Alpha = .86 
(#5 and #6 in Method II) 

Interest in Career 

Planning Activities 
Alpha - .87 

Interest in Career 

Development Activities 
Alpha".82 

Willingness to Acquire 
Additional Training 
and Education 

Alpha•.78 

Supervisory Support For 
Career Planning 

Alpha - .94 

Sources of Career 

Information 

Alpha - .77 
(no similar dimension 

in Method II) 



4A 

earlier planning process and one was totally unfamiliar. Both inter 

pretations were identical to that of the researcher which served as a 

check on any researcher bias. 

The career planning factor contained items of expressed interest 

in activities such as a workshop to set career goals and career 

counseling. In addition, it contained some items about the sources an 

employee would use for career planning information such as printed 

materials in a central location or mailed to the employee. All of 

these areas are very specific to defining the internal career of the 

employee. Schein (undated) defined internal career as the 

expectations of the future relationships among the individual, work, 

and other life activities. Two items originally assigned to the 

career planning scale in the Method I analysis did not load saliently 

on this factor. These items concerned interest in improving job 

interviewing and resume writing skills, i.e., self-placement 

competencies. The factor loadings indicate that these placement 

competencies were separate from the setting of career goals and were 

part of the career development dimension which focuses on self-

development for implementing career goals. 

The career development factor contained items about development 

of skills which were applicable in a wide range of jobs and occupa 

tions, including skills for getting a desired job. This factor 

covered what Schein (undated) defined as development of the external 

career, i.e., self-development as it related to exploration, entry, 

and progress in vocational pursuits. One item included in the final 

scales did not have a salient loading of greater than .30 (see 

Table 2, p.23, item 44). It was included because it represented an 
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interest in job rotation and was judged to be a useful method of 

career development. Internal consistency reliability of the final 

career development scale would have been the same (.86) if the item 

had been eliminated from the scale. 

The two satisfaction scales were easily distinguishable as corre 

lated yet separate dimensions. The items defining the work 

satisfaction factor dealt with global concerns such as management 

respect, friendly feelings between management and employees, and 

overall satisfaction with the TVA. All of the items defining the 

satisfaction with opportunity scale dealt with satisfaction as it 

related to career progress and advancement opportunities. Being able 

to measure these two dimensions of satisfaction separately will be of 

value in the followup evaluation of the TVA's career planning program 

and may allow some test of causal effect at a later time. 

Two factors were defined by the availability of career informa 

tion items. The items which dealt with information about job 

vacancies, and job duties and responsibilities loaded saliently on one 

factor and those that dealt with information about training 

opportunities loaded on another factor. This was a very interpretable 

distinction that can be useful for identifying which types of 

information and associated communication channels need attention. 

These two factors formed the job information and the training 

information scales. 

The career awareness and abilities factor contained items about 

awareness of career goals and abilities as they related to those 

goals. Since self-knowledge is one of the basics for career planning 

(Gysbers & Moore, 1975), this scale may be very useful in determining 
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who would benefit most from participation in career planning. It may 

also serve as a useful criterion measure for evaluating the effects of 

career planning activities. 

The items defining the supervisory support factor dealt with 

communication and concern for the employee's career and one item about 

use of the supervisor as a source of career information (see Table 2, 

pg.23, item 57). Item 57 had a much lower loading than the other 

salient loadings and since internal consistency was .93 without the 

item, it was excluded from the final scale. 

The hardest factor to name was career confidence and commitment. 

Items with salient loadings dealt with confidence and job commitment 

as well as usefulness and control over work. Since autonomy and 

control have an empirical relationship to job commitment (Hall, 1971), 

it seemed rational that they would help define the factor even though 

the name of the factor may not adequately reflect this aspect of the 

dimension. 

Organizational and Personal Dimensions 

The scales constructed on the basis of the factor analysis 

generally had good internal consistency reliability. Eight of the 

scales had Cronbach alphas of greater than .80 and another was .79. 

The career confidence and commitment scale had an alpha of .65. While 

this met the criterion for adequate reliability, it was disappoint 

ingly low considering the reliabilities of the other scales. Adding 

or deleting items did not increase the internal consistency of the 

scale as measured by Cronbach's alpha. More items need to be written 

covering the domain of both job confidence and job commitment to 
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better define the scale. It may be that improved wording and adding 

items can result in better definition of this dimension or in 

separating it into a job confidence dimension and a job commitment 

dimension. 

It was useful to look at the dimensions in terms of a set of 

personal dimensions and also a set of organizational dimensions. 

Personal dimensions were those which were largely determined by the 

individual's career attitudes within the constraints of the 

organizational environment. The organizational dimensions were those 

largely determined by the environment and activities of the 

organization. The two sets of dimensions follow: 

Personal Dimensions: 

Interest in career development 

Interest in career planning 

Awareness of career goals and abilities 

Career confidence and commitment 

Willingness to acquire additional training 

Organizational Dimensions: 

Availability of job information 

Availability of training information 

Supervisory support 

Satisfaction with opportunity 

General work satisfaction 

The relationships among the dimensions were complex but did 

provide insight into the career planning process. The organizational 

dimensions were consistently positively correlated among themselves. 
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The finding that supervisory support for career planning was related 

to work satisfaction and satisfaction with opportunities supports 

Beatty's (1974) conclusion that individuals who received support and 

interest from the organization were more satisfied. The implications 

are that involving supervisors in the career planning process for 

employees may increase satisfaction and thus benefit the organization. 

The two scales that covered availability of career information 

were positively correlated with satisfaction with opportunity. The 

causal direction is unknown but implementing a career information 

system as a part of a career planning program may increase employees' 

satisfaction with opportunities. 

The relationships among the personal dimensions also have 

implications for career planning in a work setting. One of the 

assumptions of career planning from a career counseling perspective is 

that increased self-knowledge about individual career goals and 

abilities increases the likelihood of participation in self-

development activities (Super & Hall, 1978). The finding in the 

present study was that while interest in career planning and career 

development, and willingness to acquire additional training (i.e., 

scales related to self-development) were positively correlated, there 

were only trivial relationships between these three scales and the 

awareness of career goals scale (see Table 3, p. 34). This finding 

appeared to contradict the assumption that increased awareness 

increases self-development. 

The awareness of career goals scale was positively correlated 

(.31) with the career confidence and commitment scale. The causal 

direction was again unknown but the relationship indicated that career 



49 

planning activities aimed at increasing self-knowledge about goals and 

abilities may be associated with increases in commitment and confi 

dence on the job. 

The relationship among the scales making up the organizational 

dimensions and the scales making up the personal dimensions were not 

pervasive or strong. Career confidence and commitment was the only 

real link between the two sets of dimensions. That scale correlated 

.37 with work satisfaction and .25 with supervisory support. This 

lack of connection between the personal and organizational dimensions 

indicates that it may be difficult to associate changes in personal 

dimensions brought about by career planning activities with benefits 

to the organization in terms of increased satisfaction. 

The next step for the TVA is to relate the dimensions to actual 

participation in career planning activities and determine if partici 

pation was associated with any change in the dimensions measured one 

year after program implementation. It is at this step in the research 

on career planning that we can begin to predict career planning 

behavior, determine who benefits most, and what effects occur as a 

result of career planning. 

It was hoped that this study would provide homogeneous dimensions 

that could be used to study career planning in other organizations. 

With the exception of the career commitment and confidence scale the 

internal consistency reliabilities of the measurement dimensions are 

remarkably high for an exploratory study. They appear promising for 

further investigation both in the scale properties themselves and the 

ability to examine hypotheses which are potentially valuable for 

theoretical development in the field of career planning and career 
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development. The dimensions must be replicated in other organizations 

to be sure that they are not an artifact of the particular population 

of the TVA but the domain covered has the potential of being useful in 

many organizational settings. 

Sex Differences on the Dimensions 

While several of the dimensions did indicate a significant 

difference in responses for males and females, the differences were 

trivial. The two-group discriminant analysis was of no value in 

classifying the cases according to sex and the conclusion was that 

there were essentially no differences between the mean responses for 

males and females in either the personal dimensions or the 

organizational dimensions identified through this study. 

The scale properties of the dimensions appear to be sound enough 

that the failure to find differences cannot be attributed to scale 

weaknesses. There is a possibility that the sample who returned 

surveys differed on some unknown characteristic that equated responses 

for this particular sample of employees but it appears unlikely. The 

sample is very similar to the TVA population on such variables as age, 

tenure, occupational distribtution (e.g., clerical, professional, 

managerial), and sex distribution. These demographic characteristics 

give some indication that the sample is fairly representative of the 

target population within the TVA. 

Another possible extraneous factor affecting the results of the 

hypotheses testing was that the male and female populations cannot be 

considered comparable due to the distribution of occupations between 

the sexes, i.e., the comparison was between female clerical and male 



51 

engineering and technical support personnel not male and female. The 

distribution at the TVA is similar to other government organizations 

(Smith, 1979) in that the females are concentrated in the low 

opportunity (e.g., clerical) occupations and therefore a large 

proportion of the female respondents were in those occupations. 

However, the disparity in occupations should have operated to 

accentuate differences in male and female responses, if it had any 

effect. Many researchers (e.g., Osipow, 1975; Nieva & Gutek, 1980) 

have concluded that many of the differences that have been found on 

variables such as achievement motivation (Stein & Bailey, 1973), 

clarity of career goals (Stein & Bailey, 1973), and self-esteem 

(Terborg, 1977) are due to uncontrolled variables such as occupational 

choice and level rather than sex. It seems highly unlikely that if 

sex differences on dimensions such as supervisory support and 

satisfaction with opportunity did exist that the occupational mix of 

the sample would have negated rather than highlighted these 

differences. 

This study was not a controlled experiment so the extraneous 

factors of scale properties, sample bias and contamination due to 

occupational distribution cannot be elminated. It does not appear 

likely, however, that these significantly affected the results. 

Organizational Dimensions 

These dimensions provide evidence that there was no difference in 

employees' perceptions of the organization's treatment of the career 

planning and development process for males and females. There has 

been one case study which suggested that females have less access to 
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organizational information than males (Kanter, 1977). There is some 

evidence that females receive less encouragement and support in their 

careers than males (Gackenbach & Auerbach, 1980; Rosen & Jerdee, 1977) 

and nonresearch literature has expressed a concern about a perceived 

disparity in the amount of informal development and advice provided to 

males and females by supervisors (e.g., Lynch, 1978; Wells, 1973). 

The results presented here provide no support for these discrepancies. 

There was no difference in the availability of job or training 

information for males and females and there was no evidence of a 

greater concern for the career development of males on the part of 

supervisors in the TVA. To the extent that the satisfaction with 

opportunity scale captures other areas of possible sex bias in 

advancement opportunities, there was no evidence that females 

encountered more barriers to desired advancement. 

The affirmative action program pursued by the TVA has been aimed 

at correcting any biases that did exist in the opportunity structure 

and from the results presented here females do not perceive inequality 

in areas of career planning and development. It is possible that 

these results are due to these affirmative action efforts in 

combination with a more aggressive stance on the part of female 

employees to prepare for and pursue career opportunities. However, 

without baseline data it is not possible to determine if bias did 

exist and the cause of any change in perceivd disparity of treatment. 

Personal Dimensions 

Terborg (1977) reported that females have lower self-confidence 

and esteem than males. Stein and Bailey (1973) reported that females 
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have less clear career goals and less masculine (i.e., upwardly 

mobile) achievement striving than males. The findings of no sex 

differences on the career confidence and awareness scales and the 

three scales indicating a willingness and desire for self-development 

(i.e., career planning, career development, and willingness to train) 

presented in this study contradicted these earlier findings. Gould's 

(1979) findings of no difference in the level of career planning, 

career commitment and career identity of males and females also 

provide support for the no difference hypothesis. These recent 

studies indicate that any sex differences in attitude towards careers 

and advancement that may have once existed are disappearing, at least 

in some organizations. 

The disparity in occupational dispersion of males and females 

seems to be persisting due to the limited occupational choices and 

opportunities of the past. It does appear, however, that women are 

making the psychological changes necessary to respond to the new 

opportunity structure that has opened up as a result of social and 

legislative changes. 

The findings of no sex differences in the dimensions investigated 

is encouraging for the TVA. Its career planning and development 

program can be focused on the needs of all employees without emphasis 

on any special needs related to sex. The data are unique to an organi 

zation that has a strong policy statement of equal opportunity, an 

active and broad-based affirmative action program, and a young labor 

force (mean age 32 years) which is apparently reflecting some of the 

attitudes necessary for women to take advantage of increased oppor 

tunities in male dominated organizations. For these reasons the data 

should not be assumed to reflect conditions in other organizations. 



CHAPTER VII 

SUMMARY AND CONCLUSIONS 

Organizational and Personal Dimensions 

In this study ten measurement dimensions were identified that 

were related to career planning and career development in the TVA. 

The dimensions were represented by scales that were internally 

homogeneous dimensions as defined by a principal factors, oblique 

rotation factor analysis. Fourteen factors were extracted, four of 

which were uninterpretable. The items which defined the ten 

interpretable factors were subjected to reliability analysis to 

determine the internal consistency reliability (i.e., Cronbach's 

alpha) for each measurement dimension. A few items were either added 

or deleted from the final scales representing the dimensions based on 

criteria other than the factor loadings. This was done to increase 

the reliability or the theoretical homogeneity of some of the scales. 

The ten scales were logically grouped into two sets of dimensions. 

The sets of dimensions and the associated scales were: 

1. Organizational Dimensions 

- General work satisfaction 

- Satisfaction with advancement opportunity 

- Availability of job information 

- Supervisory support for career planning 

- Availability of training information 

54 
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2. Personal Dimensions 

- Awareness of career goals and abilities 

- Career confidence and commitment 

- Interest in career planning activities 

- Interest in career development activities 

- Willingness to acquire additional training and education 

The dimensions covered a large part of the domain of variables 

that previous research has shown to be related to career planning and 

career development and allow for continued research on the individual 

and organizational outcomes of career planning programs in work 

settings. 

The pattern of intercorrelations among the scales indicated that 

there were relationships among the dimensions that can provide 

theoretical insights into the career planning process when more 

extensive research is done on possible causal relationships. There 

were positive correlations among interest in career planning, 

willingness to acquire additional training, and interest in career 

development. There were only trivial relationships between the three 

scales mentioned above and awareness of career goals and abilities. 

This may indicate that the assumption that career planning activities 

which clarify goals and individual abilities result in increases in 

the likelihood of self-development activities is invalid. 

Work satisfaction, satisfaction with advancement opportunities, 

supervisory support, and availability of both job and training 

information all had nontrivial intercorrelations. The direction of 

any causal relationships are, of course, unknown but there are 

indications that a career information system and supervisory knowledge 
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and support of employees' career goals are associated with increased 

satisfaction. 

Sex Differences 

A two-group discriminant analysis with sex as the dependent 

variable and the ten scales as independent variables was used to test 

null hypotheses concerning sex differences on the measurement 

dimensions. Three scales were significant at the .05 level but the 

mean differences in responses for males and females were extremely 

small and therefore meaningless. 

The finding of essentially no differences in male and female 

responses to any of the survey instrument dimensions should be taken 

in context of the uniqueness of the TVA population. However, as 

organizations and the female labor force respond to the social 

pressure for increased opportunity in the work place and there is a 

redefinition of sex-roles, these findings may generalize to other 

organizational settings. 

Implications for Further Research 

A large part of the domain of career planning and development 

established by previous research was covered by the dimensions 

presented in this study and some insight into the relationships within 

this domain was gained. If the dimensions can be replicated in other 

settings, it is possible that they can serve as the basis for a model 

of career planning in work settings. A model of hypothesized cause 

and effects as well as moderator variables is badly needed as a guide 

to further research. Such a model would allow for the systematic 



57 

testing of relationships between attitudes, behaviors, organizational 

inputs and outcomes of career planning activities. 

Relationships of particular interest are: 

Does participation in career planning programs increase 

satisfaction with opportunities? 

Can job confidence and commitment be increased by increasing 

awareness of career goals and individual skills and abilities? 

Do attitudes towards self-development activities affect the 

success of career planning programs at the individual level. 

- What affect does supervisory support have on career planning 

and development attitudes and behavior? 

- What are the outcomes of different types of career planning 

activities, (e.g., job and training information systems, goal 

setting workshops)? 

- VAiat attitudes and personal characteristics lead to the most 

benefit from career planning? 

The methods presented here for evaluative research on career 

planning programs should be applied in organization settings where 

career management Ls seen as a desirable part of human resource 

management. The dimensions themselves appear appropriate in many 

settings and many of the scales can be modified to fit characteristics 

of other organizations. It is through this kind of research that 

career development theory will be expanded to include understanding 

and prediction in work settings from its present limitations of 

focusing on early development and educational settings. 

More and more researchers feel that sex is becoming a less useful 

predictor of attitudes and behaviors than it once was (O'Leary, 1981). 
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Sex-role segregation has become less distinct as a result of social 

change associated with the women's liberation movement. Much of the 

research indicates that sex differences are much less apparent than the 

individual differences within the sexes (Peters, Terborg, & Taynor, 

1974). The findings presented here suggest that research designs that 

focus on individual characteristics rather than sex characteristics 

may be more fruitful in defining groups of individuals with 

homogeneous characteristics that are useful in predicting attitudes 

and behavior. As sex-role socialization patterns change and 

individuals change to fit the more open social system it appears that 

distinctions based solely on the sex of the individual are of little 

theoretical value and research must give way to alternative ways of 

distinguishing between groups of people. 
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UNintD BTATU OOVBINltKNT 

McrnoTflnduTn tbnnbsseb valley axjthority 

TO :Division of Manngaaent Systems Annual Salary Policy and M-1 thrsm^ 11-4 
Employees wrmj 

mOM :l.arry N. Long, Employes Relations and Development Branch, *13 lUB-a 

DATE :April 28, 1980 

Buancr:DIVISIWI op MAMACEMBET STSTEMS CAREER PLAEKEO PBOORAH 

The attached questionnaire is part of a survey designad to mmaaure latasmac, 
opinions, and attitudes of saployees in the Division of Management Systsma 
regarding their careers and future employment goals. In addition, questions 
concerning employee satisfaction, supervisor-employee relationa, and 
biographical information are included. 

Tou are being asked to complete this questionnaira so that employee needs 
related to the area of career planning may be identified. With this infor 
mation, appropriate career planning programs will be developed for the 
Division of Management Systems. The information will also aid in evaluating 
these programs. 

Questionnaires are being sent to all annual salary policy employees and 
management schedule employees on grades M-1 through M-4. It is requested 
that everyone receiving a questionnaire complete it and return it to the 
address listed below, even if you have no intention of participating in 
the Career Planning Program. Please leave this cover letter attached to 
your questionnaire when returning it so that we may compare your responses 
now with responses to questions we will ask you to answer after about one 
year. Tour responses will be statistically coded end no individual will 
even be identified. This confidentiality is guaranteed by the career 
planning researcher. 

If you have any questions or concerns regarding the use of your responses, 
please call me at extension 6120 in Knoxville. I personally guarantee 
the confidentiality of your responses! However, I do need the code number 
on the cover letter of your questionnaire in order to match responses. 
I will blacken out your name on the cover letter as soon as I receive your 
completed questionnaire. Do this yourself if you wish but please leave 
the code number legible. 

Your response to each of the items is very important for the program to 
be successful, and your cooperation will be greatly appreciated. Please 
return your completed questionnaire to Larry N. Long, 413 MXB-K by 
May 9, 1980. If you have any questions, please call me. 

Thank you. 
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orricc or the ccNEiua hamacei nm ASSESsniir 

for ■tAtwtsts 1 through 82 cboro oro flvo pooitblo roapooM choleoa. EIosm clrclo tiM nuabor 
eorroapoading to tho roapeaoo that baat rapraaaota how you foal above chat atacaaaat. 

A. Caraar loforaatlon la arallabla frea fiffaraat 
aeareaa wlthia TVA. riaaaa aigaify to what aataat 
POO atraa with tha fellovlag atataaaota. 

Too raeolva aAagoata iofofaatloa oo Joba 
TVA will hava la tha futura, iaclyilag tha 
n\abar» cypaa, locatleaa, a^ goalifleaclaoa
for chaa 

Tou raealoa ada^uata laforaacloo oa joba 
tha Offiea of tha Gaoaral Maaagar will haoa la 
tha futura» lacludlng tha auabar, typaa, 
locatloaa* and quallfleatlooa for Chaa 

3. Tou racalva adaguata laforaatioa abeoc tha dotlaa 
and raapoaalbllltaa for poaicloag la your 
braach 

A. Tou raeolva adaguata laforaatioa about tha dutlaa 
and raapoaalblllclaa for poalelona la othar 
Offlea of tha Canaral Managar araaa 

3. Tou racalva adaquata Inforaatlon about tha dvtlat 
and raapoaalbllltlaa for poaltioaa la othar 
dlvlalona 

You raealva adaquata loforaatloa about tralalag 
prograau available In tha Office of tha Caaaral 
Kanager 

You receive adequate inforaatlon about tralalag 
prograaa available In other dlvlaloaa 

You raealva adaquata Inforaatlon about rulaa 
and proceduraa for obtaining TVA aducational 
aseletanee 

You raealva adequate inforaatlon about 
educational prograaa available at aehoola 
or collegei In your geographic area 

You raealva adequate Inforaatlon about 
ahort-tara training prograae available outalde 
TVA (e.g.. UT'e executive Davalopeiant Frograa. 
NTL Uorkehope in Huaan Reaoureae Adalnlacratlon, 
etc.) 

You raealva adequate inforaatlon about 
proeaduraa for applying on vacancy 

. announceaente within TVA 

13. You receive adequate inforaatlon about 
job'relatad eorreepondence couraae you 
can take 

B. Pleaae Indicate to what extent you atrea with 
tha following pereonal etateeenCi. 

13. You are aware of your career Interaate and 
areaa of eaplo)aont correapondlng to thea.. 

/ 
/ / / / / 
(1) (« (J) W) (J) 

(1) (2) (1) (*) (S) 

(1) <2) (3) (*) (3) 

(1) (2) (3) (*) (3) 

(1) (2) (3> («) (3) 

(1) (2) (3) W (3) 

(1) (2) (3) (4) (3) 

(1) (2) (3) (4) (3) 

(1) (2) (3) (4) (3) 

(I) (2) (3) (4) (3) 

(1) (2) (3) (4) (3) 

(1) (2) (3) (4) (3) 

(1) (2) (3) (4) (3) 
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I . I 
III!! 

14. You aro avara of your abillciaa. (1) (2) (1) («) (5) 

15. You aro awaro of tha actual akilla you uaa 
oo tha Job or akilla which you poaaaaa which 
could ba uaad oo anotbar Job (1) (2) (J) (*) (5) 

16. You daaira Job advancaaaat....*........*.!*.* (1) (2) O) (♦) (S) 

17. Tou ara awara of tha warioua Job goala which 
you could aahiawa by uaisg all your akilla 
and abilitiaa (1) (2) (S) (*) (5) 

U. You ara awara of tha lawal of raapouaibility 
you ballava you could haodla oo tha Job., (1) (2) (3) (*) (5) 

19. You ara awara of your paraoxMl caraar goala. (1) (2) (3) (*) (5) 

C. ?laaaa aoawar tha following work*ralatad guaatiotia. 

20. You would lika to hava aora Job raapooaibUity. (1) (2) (3) <*) (3) 

21. You faal littad to your praaant Job. (1) (2) (3) («) (5) 

22. You hava aalf-coofidanca in your akilla and 
abilitiaa (1) (2) (3) (*) (5) 

23. You faal you hava good daclaion-aakint 
ability (1) (2) (3) (*) (3) 

24. It la iaportaot that you do your Job wall. (1) (2) (3) (*) (3) 

25. You would bt aatiaflad with an incraaaa in 
authority and raaponalblity rathar thao 
in salary (1) (2) (3) (*) (3) 

26. You faal that your work serves a uaaful 
purpose (1) <2) (3) (O (3) 

27. You feel that you have control ovar deciaiona 
about how to do your own work (X) (2) (3) (*) (3) 

28. You feel over-trained for the work which you 
parfom on your Job... (1) (2) (3) (*) (5) 

29. You feel under-trained for the work which you 
perform on your Job (1) (2) (3) («) (5) 

30. Your Job responaibilltiea are clearly 
defined and unamblguoue (1) (2) (3) (*> (3) 

31. There are adequate opportunitSea for 
adveneement within your branch (1) (2) (3) (*) (3) 

32. You already poaaeaa the qualifications 
necessary to successfully perform Job duties 
at the next higher schedule grade (1) (2) (3) (4) (5) 

33. You feel "stuck" at your preaent pay grade. (I) (2) (3) (4) (3) 

34. Participation in programs such as career 
planning would interfere with the performance 
of your Job (1) <2) (3) (4) (5) 
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II 

III!! 
35. Top MoagoMDt (4lT«eter«t Moiotaat dlroetort, 

brweb oad stoff ehlof) roopoct your righto 
g porooa (2) (3) (*> (5) 

36. If you v«r« ttgrtlng ov«r agolsi you would 
Ilk* to work hurt (2) (3) (♦) (S) 

37. Thoro io a friuadly fotliog la your bra&eh 
hotvuoa oaployooo rad seoagwont (2) (3) (*) (3) 

36. Your branch la a good on* for a paraon 
crying to gat ahaad (2) (3) (*) (5) 

39. Your branch la a batter placa to work 
than noat of TVA. <2) (3) (*) (5) 

60. You would ba willing to relocate to anothar 
TVA aita in order to advance your career.... (2) (3) (♦) (3) 

D. The following atataBeota refer to vanioue trelning 
progrm topica deaigned for enployee career 
davalopBant. Plaaea aignlfy the aatant to which 
TOO would ba intaraated in attandint each of the 
following workahopa if thay were offered in your 
diviaion. 

61. A progran on iaprovlng akllla uaad in an 
aaploymant interview, auch aa. what gueatlona 
to aak and how to phraae Chan, and in general. 
hew to develop a eonfortabla, confident 
interviewing atyle in order to cowntnicata 
noat effectively with the interviewer 

/ 

(1) (2) 

/ / i 
(3) (*) (3) 

62. A progran created to iaprove fomal writing 
akille for auch chinga aa job applicatlona 
and (1) (2) (3) (*) <5). 

63. A progran deaigned to esalac you in developing 
your career goale and a path which will help 
you reach then (1) (2) (3) (*) (5) 

66. A progran of job rocetlcn which involvea 
changing joba with another enployee 
tenporerlly to broaden cne'a akllla...... (1) (2) (3) (4) (3) 

65. A progran deaigned to prepare enployeea for 
posaiblc edvancenent to the H-achedule (1) (2) (3) (4) <3) 

66. A progran to inprove general connunication 
•kill (1) (2) (3) {*) (33 

67. A progran deaigned to develop affective 
prcaentation akllla (for exenple, akllla 
uaed in a neating) (1) (2) (3) (*) (3) 

66. A progran on firat-line auperviaory 
training (1) (2) (3) (4) (3) 

69. A huoan relationa workshop. (1) (2) (3) (4) (5) 
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/ 
/ 

>0. A protraB AaalgMd to uolot viCh job ooorchlag 
stiotogloo for peolttOM outoldo TVA (1) (2) (1) (*) 

SI. Inhouso trololng progioas to provldo 
opociflc okllla poo vould uoo on pour 
job (ploooo ipoclfp oUIlo) (1) (2) <3) (4) (S) 

52. Anp othor prograa of latoroot (ploaoo 
•poclfp) (1) (2) (J) (4) (5) 

i 
I 

E. Tho following ototoaonto rofor to vorleut oaploptt 
3 

caroor planning actlvitiaa. To «^t antont would 
pou actuallY uaa tha following if thap wora uada 
avallabla. 

i / / / / 
53. Watch an audlovlaual presantation (for axaapla, 

vldaotapa, alldaa, novloa) about career 
planning activities (2) (3) (4) (5) 

54. Have sn individual conference with a career 

counselor to discuss career opportunltiaa 
and job requirements (2) (3) (4) (5) 

55. Participate in a career planning workshop 
which includes lesrning to identifp pour 
abilities, skills, and experiences and 
how these applp to career opportunities 
within TVA <2) (3) (4) (5) 

56. Read material (for exsople. books, pamphlets. 
training program outlines) designed to aid 
you in career planning (2) (3) (4) (5) 

r. Please sitnlfv the extent to which vou would use 

each of these sources of career information. 

57. Immediate supervisor (2) (3) (4) (5) 

58. Career planning staff officer located in 
pour office (1) (2) (3) (4) (5) 

59. Personnel officer (2) (3) (4) (5) 

60. (2) (3) (4) (5) 

61. Branch/staff chief (1) (2) (3) (4) (5) 

62. Printed information mailed to you (2) (3) (4) (5) 

63. Printed and audiovisual raterlals available in 

a central location in your division (2) (3) (4) (5) 
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M. Other 

6S. Here Tou u»«< •ny of the ebeee leurcet of career 
lafotMtlen la the pasti 

(1) TM (J) *0 

If yea, vhich ona(e)1^ 

0. The next group of questloaa fecuaaa on your 
aatlafaetlon with varloua Joh an< career 
routed toplca. rieaee algnUr how eatlafled 
vou are with each topic. 

ad are you with 

your preoent job (i.e. the type^i 
work you do)1 

6«. In general, how eatiet 

67. Bow aatiafled era you with the career 
progreaa you have aade in TVA7 

68. How aatiafled are you with the opportunltiea 
you aay have for getting ahead la your 
areat 

69. How aatiafled are you with the opportunltiea 
you aay have for getting ahead in other areaa 
In the Office of the General Hanager 

70. How aatiafled are you with the opportunltiea 
you aay have for getting ahead outalda of 
your dlvlalon In TVA7 

71. Conaiderlng everything about TVA, how 
aatiefled are you with it aa a place to 
work? 

In order to advance in a career, individuala nay
aonetinea find it neceaaary to acguira additional 
education or training. Plaaaa Indicate to what 
ewtent vou would ha wllllna to do each ol the 
following. 

72. Attend education/training prograa on 
TVA tine 

73. Attend education/training prograa after work 
(e.g.. evening achool) and be fully ralaburaad 
for tuition and axpanaaa 

7*. Attend education/training prograa after work 
(e.g., evening achool) and be ralaburaad 
for one-half of tuition 

75. Attend education/training prograa after work 
(e.g.. evening ac)>ool) and pay all axpanaaa 
youraalf * 

76. Attend education/training prograa fulltiae 
while on leave without pay 

(1) (2) (1) 

I 

#̂
 /
i 

(I) (2) O) 

(1) (2) (J) 

(1) (2) (3) 

(1) (2) (3) 

(1) (2) (3) 

(1) (2) (3) 

S 

s 

(1) (2) (3) 

(1) (2) (3) 

(1) (2) (3) 

(1) (2) (3) 

(1) (2) (3) 

0 

(*) (S) 

I 
I 

<*) 

(*) (») 

(*) (3) 

(*) W) 

(*) <SV 

(*) <5) 

/ i 

I 

(*) (5) 

(1) <3) 

W (5) 

(6) (5) 

(*) ») 
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(ollowlai quutloB* »•4Ml(Md to auouro your (m11b(o oa layortaiit dlanuloo* thot ha*a 
boon •tevB to bo tolotod to o ouceooofid oaployoo eoroor ploaalnt oiioliuitut. Floaoo roopond to 
ooch of tho quootloBO by elielln( tho noabor comopendlnt to tho roopoam that batt roptaaaata 
how you fool ahout that auaotloa. 

77. Bow would you daaerlbo tho roniileatloa 
that |ooa oa botwaaa you aad your 
auporwlaoT<t)T 

(1) POOK; I CAM MEVEI TAU CPIMIT 
Win MT SDFEmSMCf} U6AMIMC 
Xf HOIK AMD CAUn FLAM. 

(2) FAIK 

(3) obcD 

(4) VER eooo 

(5) EXCEUJan; IHEIE IS COHPUTE 
OFEMMESS AMD TRUST IM DISCDSSIMC 
MT HOIK AND CABEEK FLAMS HRI 
Hf SOFERVISOR(S). 

78. Bow would you doocrlbo your auporvltor'a(a') 
coacom for tho dlroctloa which you would 
llko to soo your coroor followt 

(1) FOOR; Mt SUFEKVISOR'S(S') ONLT 
COMCERM IS VITB ORGAMIZATIOIUL 
GOALS, NOT IMDiynWAL FLAMS. 

(2) FAIR 

(3) GOOD 

(A) VERT GOOD 

(3) EXCELLENT; MT SUPERVISOR(S) 
ALWAYS SEEMS TO IE INTERESTED 
IM WHAT I WANT TO DO WITI MT 

FUTURE. 

79. How would you doocrlbo tho 
you rocolvo froa your ouporvloorioVl 

(1) FOOR; MY SU?£RVISOR(S) SELDOM 
INFORMS HE ABOUT MY JOB 
PERFORMANCE. 

(2) FAIR 

(3) GOOD 

(A) VERY GOOD 

(5) EXCELLENT; MY SUFERVISOR(S} 
INFORMS ME OF MY PERFORMANCE 
AND KELPS ME FIND HAYS TO 

IMPROVE. 

50. low would you daacrlba tha 
for'your caraar plana, iriilcb your 
aup«rvlaar(a) alda you la fladlnst 

a) POOR; MY mranSOK(S) U MT 
coHciMEu Hin emm mi axy 
ASSUTAMCB IB flHDlM CAim 
ODIDANCI. 

(2) FAIR 

(3) GOOD 

(A) TEKY GOOD 

(3) EXCnXEIITi MY SUFIRV»OR(S) 
ALHAYS INFORMS ME OF CDRREMT 
AMD FDYDRE IMSYBDCIIOMAL 
FBOCRAMS VBICI WOULD BENEFIT 
MY CAREER. 

51. Bow would you daacrlba tha Quality of 
lafofotloa about caraar opportoaltlaa 
proaoatod to aaployooa la TVAT 

(1) POOR; EMFLOTEU SEUCH LEARN 
ABCVT AVAILABLE FOSITIORS 01 

CAREER OPFOnmiTTU TBAT MAT 
DEVELOP IN IVA. 

(2) FAIR 

(3) GOOD 

(A) VERY GOOD 

(3) EXCELLENT; THE IMFORMATION AM 
EMPLOYEE FINDS OUT ABOUT MEW 

POSITIONS AMD CAREER OFPORTURI-

TIES IS BENEFICIAL AMD ACCUBATE. 

52. To what ortont would a caraar plannlns 
prosraa bonoflt youT 

(1) VERY MDCB 

(2) SOMEWHAT 

(3) UNCERTAIN 

(A) NOT MUCH 

(3) NOT AT ALL 
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NINE SCALES DERIVED FROM METHOD I RELIABILITY ANALYSIS 

Availability of Job Training Information 

You receive adequate information on jobs TVA will have in 
the future, including the number, types, locations, and 
qualifications for them 

You receive adequate information on jobs your division will 
have in the future, including the number, types, locations, 
and qualifications for them 

You receive adequate information about the duties and 
responsiblities for positions in your branch/staff 

You receive adequate information about the duties and 
responsibilities for positions at other branches 

You receive adequate information about the duties and 
responsibilities for positions in other divisions 

You receive adequate information about training programs 
available in your division 

You receive adequate information about training programs 
available in other divisions 

You receive adequate information about rules and procedures 
for obtaining TVA educational assistance 

You receive adequate information about educational programs 
available at schools or colleges in your geographic area 

You receive adequate information about short-term training 
programs available outside TVA 

You receive adequate information about procedures for applying 
on vacancy announcements within TVA 

You receive adequate information about job-related correspondence 
courses you can take 

Cronbach's Alpha = .91; Scale Ifean = 2.78; Standard Deviation = .74 

73 
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Awareness of Career Goals and Abilities 

You are aware of your abilities 

You are aware of the actual skills you use on the job or 
skills which you possess which could be used on another job 

You desire job advancement 

You are aware of the various job goals which you could 
achieve by using all your skills and abilities 

You are aware of the level of responsibility you believe you 
could handle on the job 

You are aware of your personal career goals 

Cronbach's Alpha = .79; Scale Mean = 4.15; Standard Deviation = .48 

Career Confidence and Commitment 

You would like to have more job responsibility 

You feel committed to your present job 

You have self-confidence in your skills and abilities 

You feel you have good decisionmaking ability 

It is important that you do your job well 

You feel that your work serves a useful purpose 

You feel that you have control over decisions about how to 
do your own work 

Cronbach's Alpha = .66; Scale Mean = 4.11; Standard Deviation = .44 

Satisfaction 

Top management (directors, assistant directors, branch and 
staff chief) respect your rights as a person 

If you were starting over again you would like to work here 

There is a friendly feeling in your branch between employees 
and management 
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Your branch is a good one for a person trying to get ahead 

Your branch is a better place to work than most of TVA 

In general, how satisfied are you with your present job 
(i.e., the type of work you do)? 

How satisfied are you with the career progress you have made 
in TVA? 

How satisfied are you with the opportunities you may have for 
getting ahead in other areas of TVA? 

How satisfied are you with the opportunities you may have for 
getting ahead outside of your division in TVA? 

Considering everything about TVA, how satisfied are you with it 
as a place to work? 

Cronbach's Alpha = 86; Scale Mean = 3.26; Standard Deviation = .65 

Interest in Career Planning Activities 

A program on improving skills used in an employment interview, 
such as, what questions to ask and how to phrase them, and in 
general, how to develop a comfortable, confident interviewing 
style in order to communicate most effectively with the 
interviewer 

A program created to improve formal writing skills for such 
things as job applications and resumes 

A program designed to assist you in developing your career 
goals and a path which will help you reach them 

Watch an audiovisual presentation (for example, videotape, 
slides, movies) about career planning activities 

Have an individual conference with a career counselor to 

discuss career opportunities and job requirements 

Participate in a career planning workshop which includes 
learning to identify your abilities, skills, and experiences 
and how these apply to career opportunities within TVA 

Read material (for example, books, pamphlets, training program 
outlines) designed to aid you in career planning 

Cronbach's Alpha = .87; Scale Mean = 3.85; Standard Deviation = .72 
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Interest In Career Development Activities 

A program of job rotation which involves changing jobs with 
another employee temporarily to broaden one's skills 

A program designed to prepare employees for possible 
advancement to the M-schedule 

A program to improve general communication skills 

A program designed to develop effective presentation 
skills (for example, skills used in a meeting) 

A program on first-line supervisory training 

A human relations workshop 

Cronbach's Alpha = .82; Scale Mean = 3.92; Standard Deviation = .68 

Sources of Career Information 

Immediate supervisor 

Career planning staff officer located in your office 

Personnel officer 

Personal friends and contacts in TVA 

Branch/staff chief 

Printed information mailed to you 

Printed and audiovisual materials available in a central 

location in your division 

Cronbach's Alpha = .77; Scale Mean - 3.66; Standard Deviation = .65 

Willingness to Acquire Additional Training 

and Education 

Attend education/training program on TVA time 

Attend education/training program after work (e.g., evening 
school) and be fully reimbursed for tuition and expenses 
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Attend education/training program after work (e.g., evening 
school) and be reimbursed for one-half of tuition 

Attend education/training program after work (e.g., evening 
school) and pay all expenses yourself 

Attend education/training program fulltime while on leave 
without pay 

Cronbach's Alpha = .78; Scale Mean = 3.41; Standard Deviation = .72 

Supervisory Support for Career Planning 

How would you describe the communication that goes on between 
you and your supervisor(s)? 

How would you describe your supervisor's(s') concern for the 
direction which you would like to see your career follow? 

How would you describe the feedback you receive from your 
supervisor(s)? 

How would you describe the guidance for your career plans, 
which your supervisor(s) aids you in finding? 

Cronbach's Alpha = .94; Scale Mean = 2.68; Standard Deviation = 1.15 
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Cookeville, Tennessee in June of 1968 and continued until June 1969. 
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formal education. During that seven years she married; had two 

children, Robert and Jason; and worked in several jobs including 

assistant warehouse manager. 

While employed as an employment interviewer for the State of 

Tennessee Job Service in Jasper, Tennessee, she returned to school as 

a part-time student at Northeastern State Junior College in the spring 
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entered the University of Tennessee as a full-time student in the 

College of Business. She was awarded a Bachelor of Science degree 

with a major in personnel management in August of 1978. In September 

of that same year she entered the Graduate School of the University of 
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