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attributes in a financial company

Orientation: The challenge of sustaining one’s employability in a highly dynamic and
turbulent labour market places new demands on individuals” ability to navigate their career
development. Career management practices in organisations should help individuals gain
awareness of the career meta-capacities they need to sustain their employability.

Research purpose: The objective of the study was to investigate the relationship between
employees’ career anchors and their psychosocial employability attributes as important career
meta-capacities in contemporary career development. The study also investigated whether
individuals from different age and race groups differed significantly regarding these career
meta-capacities.

Motivation for the study: Career management has become essential in the contemporary
workplace for employees to sustain their employability. Research points to the importance of
psychosocial career meta-capacities in helping employees to manage their career development
and employability.

Research design, approach and method: A cross-sectional quantitative survey using primary
data was conducted on a non-probability purposive sample (N = 108) of full-time employees
(67% women; 78% 26-45 years old; 78% black employees) at a South African financial company.
Correlations and Scheffé’s post-hoc test were performed to achieve the research objectives.

Main findings: Significant positive relationships were observed between the participants’
career anchors and their psychosocial employability attributes. Age and race groups differed
significantly only in terms of their career anchors.

Practical/managerial implications: Career management practices in the organisation should
accommodate the differences in career orientations and how these relate to the psychosocial
employability attributes of their employees.

Contribution: The findings add potentially important insights that may inform human
resource practices aimed at enhancing the career development and employability of employees
and addressing the career needs of different age and race groups.

Introduction
Key focus

Proactive career management has become essential in the contemporary workplace for employees
to sustain their employability (Bezuidenhout, 2011; Chudzikowski, 2012; Schreuder & Coetzee,
2011; Tones, Pillay & Kelly, 2011), especially in the financial sector (Joao & Coetzee, 2011). The
financial sector is recognised for its quest to attract, retain and develop talent from diverse groups
of people due to global and national skills shortages in this sector (DHET, 2014; Joao & Coetzee,
2011; Pato & Spira, 2008; South African Institute of Chartered Accountants [SAICA], 2008).
Hillage and Pollard (1998) view employability as the capacity of an individual to gain initial
employment, to maintain employment and to move self-sufficiently within the labour market.
The challenge of sustaining one’s employability in a highly dynamic and turbulent labour market
with unclear career paths places new demands on employees’ ability to navigate their career
development (Savickas & Porfeli, 2012; Van der Heijde, 2014). Research points to the importance
of psychosocial career meta-capacities in helping employees to manage their career development
and employability (Coetzee, 2014; Savickas & Porfeli, 2012; Stauffer, Maggiori, Froidevaux &
Rossier, 2014; Tones et al., 2011). Career management practices in organisations should help
individuals gain awareness of the career meta-capacities they need to sustain their employability
(Nazar & Van der Heijden, 2012; Schreuder & Coetzee, 2011; Van der Heijde, 2014). In this regard,
the present study focuses on the constructs of career anchors (Schein, 1990) and psychosocial
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employability attributes (Bezuidenhout, 2011), which have been
recognised in the research literature as important psychosocial
career meta-capacities in contemporary career development
(Coetzee & Schreuder, 2014; Potgieter, 2012, 2014).

Background to the study

Research on the relationship between individuals’ career
self-concept and their self-perceived employability has
increased in importance in the light of the more turbulent and
uncertain nature of individuals’ career paths (Chudzikowski,
2012; Nazar & Van der Heijden, 2012). In terms of career
management and development, work is seen as an important
context for the expression of one’s self (Nazar & Van der
Heijden, 2012). Edgar Schein’s seminal work on career
anchors emphasises the development of a stable career self-
concept or identity (which he termed the ‘career anchor’) in
career decision-making and management (Feldman & Bolino,
1996; Schein, 1990). Schein’s (1978, 1992) research on the
career anchors of employees suggests that individuals’ true
career-related abilities, needs and values become crystallised
through a variety of real-work experiences. Research by
Beyer and Hanna (2002) as well as Nazar and Van der Heijden
(2012) corroborates this view by suggesting that the career
identity develops in the context of the workplace and the
work experiences that give individuals the chance to enact
a variety of roles and explore different identities, which add
more complexity to their identities in terms of roles, interests
and abilities. Work experiences facilitate the integration of
individuals” interests with their abilities, preferences and
values and, as a consequence, a stable career identity as
expressed by people’s career anchors (Coetzee & Schreuder,
2014; Feldman & Bolino, 1996).

Coetzee and Schreuder (2014) view people’s career anchors
as important career meta-capacities in contemporary career
development. Career meta-capacities denote individuals’
career-related psychological capital and social resources
and strengths that enable them to be self-directed learners
and proactive agents in the construction and design of their
careers and employability in the contemporary turbulent
occupational world (Coetzee, 2014; Savickas & Porfeli,
2012). Ndzube (2013) notes that in the volatile labour market
conditions of the 21st century, the external career is bound to
take different shapes and forms and individuals may be forced
to take decisions that have not been carefully considered.
Ndzube further argues that individuals need a deeper sense
of career identity and self-awareness to enact appropriate
career choices under these conditions. The career anchor
develops in the process of career development and enables
the careerist to make choices congruent with the individual’s
career identity (Ndzube, 2013; Schein, 1990). Career anchors
are thus seen to lead to a deeper self-awareness and a clear
career identity (Ellison & Schreuder, 2000; Ndzube, 2013).

The career identity is seen as an important aspect of
individuals” self-perceived employability and their
expectations for the future. Nazar and Van der Heijden (2012)
purport in this regard that individuals with well-crystallised
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career identities relating to their personal career preferences,
motives and values appear to be psychologically free from
the boundaries of organisational and group constraints,
and better able to adjust to changing career circumstances
and sustain their future employability. Research indicates
a significant relationship between individuals’ self-esteem
or self-concept and their employability (Pool & Sewell,
2007), and psychosocial employability attributes such as
career self-management, career resilience, sociability and
proactivity (Potgieter, 2012, 2014). However, it is not clear
from the research how Schein’s (1978, 1990, 1992) notion of
career anchors relates to other career meta-capacities such as
people’s psychosocial employability attributes. The present
study, therefore, focused on this relationship to add to the
extant career research literature.

Individuals” age and race were also of specific relevance to the
present research due to the importance of these characteristics
in today’s generationally and racially diverse organisational
context. Age is an important concept in career development
research (Super, 1990) whilst research on the subjective work
experiences of different racial groups in the post-apartheid
South African organisational context has increased in
importance (Coetzee & Bergh, 2009; Coetzee & Schreuder,
2009; Themba, Oosthuizen & Coetzee, 2012). Research shows
that person-related characteristics such as age and race may
influence individuals” employability (Clarke, 2008). Age
relates to specific life and career stages and the differences
in psychological vocational development tasks individuals
need to deal with in their career development (Schein, 1990;
Super, 1990). Individuals under the age of 25 are regarded
as in their early life and career stage and generally harbour
career preoccupations relating to the personal freedom to
explore life and career possibilities (Coetzee & Roythorne-
Jacobs, 2012; Super, 1990). Individuals between the ages of
26 and 45 are generally regarded to be in the establishment
life and career stage. Typical career preoccupations include
settling down in one’s career, working to make one’s place in
a chosen field of work, thinking about the job on a long-term
basis and advancing in one’s work, job and career (Coetzee &
Roythorne-Jacobs, 2012; Super, 1990). Individuals older than
45 are seen to be in the maintenance (45-65) and retirement
(= 65) phases of their lives and careers. They are either
preoccupied with updating their skills and adjusting to new
technology to maintain their positions (45-65) or preparing
for retirement (= 65) (Coetzee & Roythorne-Jacobs, 2012;
Super, 1990). In terms of age and race differences, previous
research indicated differences in career anchors (Coetzee &
Schreuder, 2008) and psychosocial employability attributes
(Botha, 2014). Understanding the diverse career-related
needs of individuals from different ages or life and career
stages and those from different race groups has also increased
in importance in the light of the multicultural South African
work environment (Coetzee & Schreuder, 2008). The present
research, therefore, also explored the differences between
these groups in terms of their career anchors and psychosocial
employability attributes.




Literature review

Career anchors

Schein’s (1990, 1996) notion of career anchors is regarded as an
important meta-capacity in contemporary career development
(Coetzee & Schreuder, 2014). Individuals’ constellations of
self-perceived talents and abilities (based on actual successes
in a variety of real-work settings), self-perceived motives
and needs (based on actual experiences with a variety of job
assignments) and self-perceived attitudes and values (based
on reactions to a variety of norms and values encountered
in different work groups and organisations) describe their
dominant career anchors and stabilise their career decisions in
predictable ways (Chang, Jiang, Klein & Chen, 2012; Feldman
& Bolino, 1996; Schein, 1990).

Schein (1990) differentiates between eight career anchors as
described below (Chang et al., 2012; Feldman & Bolino, 1996):

e Career anchors that focus on the expression of work-

related talents:

= Technical or functional competence: The individual is
primarily motivated by the need to exercise technical
and functional expertise.

= General managerial competence: The individual is
primarily motivated by the need to pursue higher
managerial levels and greater responsibility to
determine policymaking.

= Entrepreneurial creativity: The individual is primarily
motivated by the need to build or create something
that is entirely one’s own project.

e Career anchors that focus on structuring one’s work roles

consistent with basic personal desires and personal life:

= Autonomy and independence: The individual is
primarily motivated to seek work situations that are
maximally free of organisational constraints.

= Security and stability: The individual is primarily
motivated by job security and long-term attachment
to one organisation.

= Lifestyle: The individual is primarily motivated to
balance career with lifestyle.

e Career anchors that focus on individuals’ identification
with their occupations and the cultures of their
organisation:
= Service or dedication to a cause: The individual is
primarily motivated to help others and improve the
world in some fashion.

= Pure challenge: The individual is primarily motivated
to overcome obstacles, conquer difficult tasks or
problems and to overwhelm competitors.

Wils, Wils and Tremblay (2010) found the eight career
anchors to be significantly related to specific work values
such as openness to change (pure challenge, entrepreneurial
creativity and autonomy and independence), self-
transcendence (technical competence and service or
dedication to a cause), self-enhancement (managerial
competence) and conservation (security and stability
and lifestyle). The motivational domains underpinning
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these work values can be either compatible or mutually
inconsistent and may influence career decisions (Coetzee &
Schreuder, 2014).

Coetzee and Schreuder (2011) also found positive associations
between the career anchors and people’s self-perceived
employability. As a career meta-capacity, the career anchor is
seen as an internal resource that functions as a set of driving
and constraining forces on individuals’ career decisions and
choices (Coetzee & Schreuder, 2014). Based on their career
anchors, individuals will either be attracted to, or pulled
back into, environments more congruent with the stable self-
concept or career identity represented by the career anchor
(Chang et al., 2012; Feldman & Bolino, 1996). Career-related
change, growth and movement will occur within some
circumscribed area and will not be random (Feldman &
Bolino, 1996). Research suggests that, apart from a dominant
career anchor, individuals may also have secondary (second
preferred anchor) and tertiary (third preferred career anchor)
career anchors, which may enable them to adapt to changing
career circumstances (Coetzee & Schreuder, 2008, 2014;
Feldman & Bolino, 1996; Schein, 1990).

In terms of age, Coetzee and Schreuder (2008) found that
individuals aged 25 and younger are significantly more
driven by their personal needs in terms of their career
anchors than their older counterparts, showing a strong
preference for the autonomy and independence career
anchor. Individuals aged 26 and older showed a higher
preference for the service or dedication to a cause, pure
challenge and managerial competence career anchors than
their younger counterparts. Coetzee and Schreuder further
found that coloured, Indian and white people had a stronger
preference for the entrepreneurial creativity career anchor
than black Africans.

Psychosocial employability attributes

Psychosocial career meta-capacities are seen to act as key
transactional resources between the inner (psychological)
and external (social) worlds of a person in the management
of one’s employability (Coetzee, 2014; Savickas & Porfeli,
2012). These meta-capacities are regarded as important for
proactive career behaviour and essential for sustaining one’s
employability in the contemporary employment market
(Bezuidenhout, 2011; Botha, 2014; Coetzee, 2014; Potgieter,
2012, 2014).

Bezuidenhout (2011) identified a range of psychosocial career
meta-capacities that she termed essential ‘employability
attributes” in the management of employability. These
attributes include psychosocial meta-capacities relating to
the career (career self-management, career resilience and
entrepreneurial orientation), intrapersonal (proactivity, self-
efficacy and emotional literacy) and interpersonal (sociability
and cultural competence) behavioural domains of an
individual (Botha, 2014). The career meta-capacities that relate
to these three behavioural domains are outlined below.




Attributes relating to the individual’s career behaviour:
Career self-management is regarded as important for
career development (Pool & Sewell, 2007) and includes
attributes relating to the willingness to set career goals,
reflect on them, identify the competencies required to
achieve them and implement appropriate actions to
achieve these career goals (Botha, 2014). Career resilience
refers to the ability to bounce back and to demonstrate a
high degree of adaptability, flexibility, self-confidence and
competence regardless of adverse career circumstances
(Bezuidenhout, 2011). Fugate and Kinicki (2008) found
resilient individuals to have positive self-evaluations
and optimism about and confidence in their capacity to
handle challenges and future events. Entrepreneurial
orientation refers to the ability to create employment by
taking advantage of career opportunities and profiting
from one’s own connections and skills (Bezuidenhout,
2011). Obschonka (2014) regards entrepreneurial skills as
essential for sustaining one’s employability.

Attributes relating to the individual’s intrapersonal
behaviour: Proactivity denotes active role orientations
and future-oriented and self-initiated action to change and
improve oneself and one’s career situation (Bezuidenhout,
2011). A proactive personality has been positively related
to active adaptability and employability (Mihail, 2008; Van
der Heijde & Van der Heijden, 2006). Self-efficacy entails the
belief in one’s capabilities to cope with a range of challenging
or stressful demands in a variety of contexts (Bezuidenhout,
2011). Efficacy beliefs have been related to employability,
career satisfaction and positive career development (Pool
& Sewell, 2007; Van der Heijde & Van der Heijden, 2006).
Emotional literacy refers to the adaptive use of emotions in the
management of one’s career (Bezuidenhout, 2011). Research
also indicates a positive association between individuals’
emotional intelligence and their self-perceived employability
(Coetzee & Schreuder, 2011; Pool & Sewell, 2007).

Attributes relating to the individual’s interpersonal
behaviour: Sociability encompasses networking behaviours
and openness for building social contacts and networks
in the advancement of one’s career (Bezuidenhout, 2011).
Successful networking has been related to increased job
opportunities, career advancement and satisfaction (Forret &
Sullivan, 2002). Cultural competence refers to the ability to use
knowledge about other cultures and their customs, beliefs,
interaction rules and values to build positive intercultural
relations in the workplace (Bezuidenhout, 2011).

Although there is a dearth of research on the relationship
between Schein’s (1990) construct of career anchors and
Bezuidenhout’s (2011) set of employability attributes,
Ndzube (2013) proposes certain theoretical similarities
between these two constructs. These theoretical similarities
are summarised in Table 1. Both constructs relate to an
enhanced self-awareness of one’s capacities in managing
one’s career development in the contemporary employment
context. Career anchors and psychosocial employability
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attributes facilitate the development of individuals” career
identity or self-concept and guide the setting of clear career
goals and career decisions (Bezuidenhout, 2011; Ndzube,
2013; Schein, 1990, 1996). It was, therefore, expected that
individuals” career anchors would relate positively and
significantly to their psychosocial employability attributes.

There appears to be limited research on the differences
between age and race groups on the psychosocial
employability attributes postulated by Bezuidenhout (2011).
This may be attributed to the fact that research on individuals’
employability attributes in the South African organisational
context is limited (Bezuidenhout, 2011). In terms of age, Botha
(2014) found older employees to have higher self-perceptions
of their self-efficacy than their younger counterparts. Her
research suggests further that white people tend to obtain
lower scores than other race groups on cultural competence
and sociability.

Research objective

The objective of the study was to investigate the relationship
between employees’ career anchors and their psychosocial
employability attributes as important career meta-capacities
in contemporary career development. The study also explored
whether individuals from different age and race groups
differed significantly regarding these career meta-capacities.

Potential for added value

The findings may potentially contribute important insights
that may inform human resource practices aimed atenhancing
the career development and employability of employees.
Understanding the career anchors and employability
attributes of different age and race groups may further
contribute to career development support interventions for
these groups.

What follows
The next section outlines the research design. The results are
then reported and discussed.

Research design
Research approach

A cross-sectional quantitative research approach was adopted
for the purposes of this study because the study was limited
to a single financial company at a certain point in time.

Research method

Participants

The population was 180 individuals employed in a single
financial organisation. Non-probability purposive sampling
was used. The survey yielded a final sample of 108 useable
questionnaires (60% response rate). Women represented
67% of the sample. The sample comprised participants at
managerial level (31%) and staff level (69%) positions. In
terms of age, the sample was represented by participants of
25 years or younger (21%) and those aged between 26 and 45
(78%). The racial groups constituted 49% black African, 10%
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TABLE 1: Theoretical similarities between the constructs of career anchors and psychosocial employability attributes.

Common characteristics Career anchors

Psychosocial employability attributes

Enhance self-awareness
skills, interests and abilities.

Develop career identity
real-work organisation.

Guide career decision-making
be congruent and thus satisfying.

Source of stability

Knowing one’s anchor does not imply absolute rigidity and zero

Through years of work experience an individual gains awareness of  Facilitate positive self-evaluations regarding one’s capability in

managing and sustaining one’s employability.

Through concrete experiences with real tasks and real co-workers in a Through continuous opportunities of self-presentation to prospective

employers, one develops a personal brand or career identity, thereby
opening more doors.

Individuals are guided by their anchors in choosing careers that will  Individuals continuously study the job market and align personal

skills and competencies accordingly, and make job choices that will
enhance their employability.

Being employable increases the chances of relatively stable career

change; instead it implies some movement, not random movement, movement, even in a jobless labour market.

however, but movement within a circumscribed area.

Career goal clarity

The dominant anchor influences one’s career track. Individuals are  Individuals set clear and measurable career goals to meet the
able to focus, move and grow within a specified career.

challenges of the labour market and to remain employable.

Source: Adapted from Ndzube, F. (2013). The relationship between career anchors and employability. Unpublished master’s dissertation, Department of Industrial and Organisational Psychology,

University of South Africa, Pretoria, South Africa

mixed race, 19% Indian and 21% white people.

Measuring instruments

The Career Orientations Inventory (COI) developed by
Schein (1990) and the Employability Attributes Scale (EAS)
developed by Bezuidenhout and Coetzee (2011) were used
to assess the participants’ career anchors and psychosocial
employability attributes. A biographical questionnaire was
also included.

The COI (Schein, 1990) measures respondents’ career anchor
orientations on a six-point Likert-type scale (1 = never true for
me; 6 = always true for me) and consists of 40 items in total:
five technical or functional competence items (e.g. ‘T will feel
successful in my career only if I can develop my technical
or functional skills to a very high level of competence’),
five general managerial competence items (e.g. ‘I dream
of being in charge of a complex organisation and making
decisions that affect many people’), five entrepreneurial
creativity items (e.g. ‘Building my own business is more
important to me than achieving a high-level managerial
position in someone else’s organisation’), five autonomy and
independence items (e.g. ‘I am most fulfilled in my work
when I am completely free to define my own tasks, schedules
and procedures’), five security and stability items (e.g. ‘I
would rather leave my organisation altogether than accept
an assignment that would jeopardise my security in that
organisation’), five lifestyle items (e.g. ‘I dream of a career
that will permit me to integrate my personal, family and
work needs’), five service or dedication to a cause items (e.g.
‘I am most fulfilled in my career when I have been able to use
my talents in the service of others’) and five pure challenge
items (e.g. ‘I will feel successful in my career only if I face
and overcome very difficult challenges’). The COI has shown
good psychometric validity and reliability in other South
African multicultural samples (Coetzee & De Villiers, 2010;
Coetzee, Schreuder & Tladinyane, 2007). Acceptable internal
consistency reliability coefficients (Cronbach’s alpha)
ranging between 0.64 (technical or functional competence)
and 0.79 (entrepreneurial creativity) were obtained for the
present study.

The EAS (Bezuidenhout & Coetzee, 2011) measures
respondents’ responses on a six-point Likert-type scale
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(1 = never; 6 = always) and consists of 56 items in total: 11
career self-management items (e.g. ‘I know what I must do
to make a success of my career’), six career resilience items
(e.g. ‘T anticipate and take advantage of changes in my career
environment’), seven entrepreneurial orientation items
(e.g. ‘I continuously look into new business opportunities’),
seven proactivity items (e.g. ‘I spend a lot of time enhancing
my knowledge and skills to benefit my career’), six self-efficacy
items (e.g. “‘When I achieve something, it is because of my
own effort’), seven emotional literacy items (e.g. ‘I can easily
understand why I feel a certain way’), seven sociability items
(e.g. ‘I can use my networks to find new job opportunities’) and
five cultural competence items (e.g. ‘I can easily initiate and
maintain relationships with people from different cultures’).
Similar to the COI, the EAS has evidenced good psychometric
validity and reliability in other South African multicultural
samples (Botha, 2014; Potgieter, 2012). Acceptable internal
consistency reliability coefficients (Cronbach’s alpha) ranging
between 0.74 (sociability) and 0.90 (career self-management)
were obtained for the present study.

Research procedure

Ethical clearance to conduct the research was obtained
from the Ethics Committee of the research institution.
The management of the organisation in which the study
was conducted provided permission for the study. The
questionnaires were manually distributed to the participants.
An informed consent form was attached for the participants
to sign and return for record keeping and to meet ethical
requirements. Thereafter, group sessions were held for the
completion of the questionnaires which took on average about
20 min. One of the researchers collected the questionnaires
from the participants during the group sessions. Other
ethical considerations included honouring confidentiality,
voluntary participation and utilising the results for broad
group-based research purposes only. Individual feedback
was provided at the request of the participants.

Statistical analysis

The IBM Social Package for Social Sciences Version 22.0
was used to analyse the data. The statistical analysis
involved computing descriptive statistics (means, standard
deviations and internal consistency reliability coefficients)
and correlations to assess the relationship between the




participants’ career anchors and psychosocial employability
attributes. To assess whether the age and race groups differed
significantly regarding their career anchors and psychosocial
employability attributes, Wilks’s lambda and Scheffé’s post-
hoc tests were applied in order to determine the source of
differences. To counter the probability of a type I error, the
significance value was set at the 95% confidence interval
level (p <0.05).

Results
Descriptive statistics

Table 2 shows that the participants obtained the highest mean
scores on the following three career anchors: pure challenge
(mean = 4.44; SD = 0.98), technical or functional competence
(mean = 4.42; SD = 0.88) and service or dedication to a cause
(mean = 4.37; SD = 0.84). The participants obtained the
lowest mean score on the general managerial competence
career anchor (mean = 3.50; SD = 0.98). In terms of the EAS,
the participants obtained relatively high mean scores for
all eight psychosocial employability attributes. The highest
mean scores were obtained for career self-management
(mean = 4.78; SD = 0.83) and entrepreneurial orientation
(mean = 4.75; SD = 0.82). They obtained the lowest mean
score on sociability (mean = 4.36; SD = 0.83).

Correlations

As shown in Table 3, significant and positive correlations
of small (» < 0.29) and large (r > 0.50) practical effects
were obtained between almost all the career anchors and
psychosocial employability attributes. The technical or
functional competence, security and stability and lifestyle
career anchors did not relate significantly to the cultural
competence attribute. The strongest correlations (large
practical effect) were observed between the following
variables: the service or dedication to a cause career anchor
and career self-management (r = 0.52; p < 0.01), self-efficacy
(r = 0.55; p < 0.01), career resilience (r = 0.51; p < 0.01),
entrepreneurial orientation (» = 0.54; p <0.01) and proactivity
(r = 0.56; p < 0.01). Entrepreneurial creativity also had
significant correlations of large practical effect with self-
efficacy (r = 0.55; p <0.01) and, as expected, entrepreneurial
orientation (» = 0.53; p < 0.01). The pure challenge career
anchor also showed significant correlations of large practical
effect with self-efficacy (» = 0.52; p <0.02) and entrepreneurial
orientation ( = 0.52; p <0.01).

Scheffé’s post-hoc test: Age and race differences

The Wilks’s lambda statistic showed significant differences
between the age and race groups in terms of their career
anchors only. These groups did not differ significantly
regarding their psychosocial employability attributes.

In terms of age, the significant Scheffé’s post-hoc test results
summarised in Table 4 showed that the age group 2645
obtained significantly higher mean scores than those younger
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than 25 on the technical or functional competence (mean
difference = -3.00; p = 0.02), autonomy and independence
(mean difference = -2.96; p = 0.04), lifestyle (mean difference
=-3.23; p = 0.01) and service or dedication to a cause (mean
difference = -2.78; p = 0.02) career anchors.

In terms of race, the significant Scheffé’s post-hoc test results
summarised in Table 5 showed the following differences: the
black African participants obtained significantly higher mean
scores than the Indian participants on the entrepreneurial
creativity (mean difference = -6.45; p = 0.00), autonomy and
independence (mean difference = -3.86; p = 0.02) and service
or dedication to a cause (mean difference = -3.55; p = 0.01)
career anchors. The black African participants obtained
significantly higher mean scores than the white participants
on the security and stability career anchor (mean difference
=3.74; p = 0.02).

Discussion

The objective of the study was to explore the relationship
between employees’ career anchors and their psychosocial
employability attributes as important career meta-capacities
in contemporary career development. The study also explored
whether individuals from different age and race groups
differed significantly regarding these career meta-capacities.

Relationship between career anchors and
psychosocial employability attributes

Overall, the results showed significant positive associations
between the eight career anchors and the psychosocial
employability attributes. Of particular interest are those
relationships with a large practical effect (» > 0.50) and
especially those between the three dominant career anchors
of the participants (pure challenge, technical or functional
competence and service or dedication to a cause) and
the psychosocial employability attributes. The rationale
for focusing in this section on only the three dominant
career anchors that emerged for the participants is based
on parsimony and research suggesting that, apart from a
dominant career anchor, individuals may also have secondary
and tertiary career anchors that may enable them to adapt to
changing career circumstances (Coetzee & Schreuder, 2008,
2014; Feldman & Bolino, 1996; Schein, 1990). Moreover, the
three career anchors relate well to the nature of the work
typically encountered in the financial environment which
is predominantly technical or functional competence and
service oriented (Joao & Coetzee, 2011).

The pure challenge career anchor relates to individuals’
identification with their occupations and the culture of
the organisation (Feldman & Bolino, 1996). The results
suggested that the motivational driving force underpinning
the pure challenge career anchor is positively associated
with an entrepreneurial orientation and proactivity in
particular. According to Bezuidenhout (2011), these two
psychosocial employability attributes represent individuals’
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TABLE 2: Descriptive statistics — Means, standard deviations and internal consistency reliability coefficients.

COl and EAS Variable Mean SD o

Career Orientations Inventory Technical or functional competence  4.42 0.88 0.64
General managerial competence 3.50 0.98 0.68
Entrepreneurial creativity 3.98 1.13 0.79
Autonomy and independence 3.84 0.99 0.70
Security and stability 4.26 0.98 0.70
Lifestyle 4.30 0.92 0.70
Service or dedication to a cause 4.37 0.84 0.68
Pure challenge 4.44 0.98 0.70

Employability Attributes Scale Career self-management 4.78 0.83 0.90
Career resilience 4.53 0.85 0.78
Entrepreneurial orientation 4.75 0.82 0.83
Proactivity 4.66 0.78 0.82
Self-efficacy 471 0.85 0.82
Emotional literacy 4.49 0.93 0.89
Sociability 4.36 0.83 0.74
Cultural competence 4.48 0.95 0.88

COl, Career Orientations Inventory; EAS, Employability Attributes Scale; SD, standard deviation; a, alpha.

TABLE 3: Correlations between career anchors and psychosocial employability attributes.

Variable Technical or General Entrepreneurial Autonomyand Security and Lifestyle Service or Pure challenge

functional managerial creativity independence  stability dedication
competence competence to a cause

Career self- 0.39%* 0.38** 0.41%* 0.21* 0.38** 0.29%* 0.52%* 0.49%*

management

Career resilience 0.39** 0.44** 0.46** 0.33** 0.21* 0.29** 0.51** 0.39%*

Entrepreneurial 0.43** 0.45%* 0.53** 0.33%* 0.25** 0.35%* 0.54** 0.52**

orientation

Proactivity 0.43** 0.42** 0.49** 0.29** 0.27** 0.32%* 0.56** 0.47**

Self-efficacy 0.47** 0.48** 0.55%* 0.43** 0.36%* 0.41%* 0.55%* 0.52%*

Emotional literacy 0.39** 0.39%* 0.32** 0.26** 0.27** 0.29%* 0.47** 0.39**

Sociability 0.37** 0.42%* 0.46%* 0.32%* 0.21* 0.31%* 0.46%* 0.37**

Cultural competence 0.18 0.43** 0.38** 0.29** 0.15 0.18 0.39** 0.32%*

n=108.

**% 1 <0.001; **, p <0.01; *, p <0.05

TABLE 4: Significant Scheffé’s post-hoc test results — Age.

Variable p Mean difference

(< 25 years versus 2 26-40 years)

Technical or functional competence 0.02* -3.00

Autonomy and independence 0.04* -2.96

Lifestyle 0.01%** -3.23

Service or dedication to a cause 0.02* -2.78

n (< 25 years = 23; 26-40 years = 76).

*** p <0.001; **, p <0.01; *, p <0.05. Wilks's lambda (Career Orientations Inventory) significant at p = 0.02

TABLE 5: Significant Scheffé’s post-hoc test results — Race.

Variable

Cultural group | Cultural groupJ p Mean difference

Entrepreneurial creativity
Autonomy and independence
Security and stability

Service or dedication to a cause

Indian Black African 0.00%** -6.45
Indian Black African 0.02* -3.86
Black African White 0.02* 3.74
Indian Black African 0.01** -3.55

n (black African = 53; Indian = 21; white = 23).

**k p <0.001; **, p <0.01; *, p <0.05. Wilks’s lambda (Career Orientations Inventory) significant at p = 0.003

ability to create employment by taking advantage of career
opportunities and profiting from their own connections and
skills (entrepreneurial orientation) and their belief in their
capabilities to cope with a range of challenging or stressful
demands in a variety of contexts (self-efficacy). The findings
corroborate Wils et al.’s (2010) view that the pure challenge
career anchor is motivated by having the openness to change
and a sense of self-directedness. Individuals with a pure
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challenge career anchor are generally motivated to overcome
obstacles and conquer difficult tasks or problems in the work
environment (Schein, 1990). Coetzee and Schreuder (2011)
found both the pure challenge and technical or functional
competence career anchors to be positively associated with
a concern for challenging opportunities to use, develop and
demonstrate abilities and skills relating to one’s employability.
Similar to the pure challenge career anchor, the service or




dedication to a cause career anchor relates to individuals’
identification with their occupations and the culture of the
organisation (Feldman & Bolino, 1996). Individuals with a
service or dedication to a cause career anchor are primarily
motivated to help others and improve the world in some
fashion (Schein, 1990). The results indicated in practical
terms strong associations between this career anchor and
the entrepreneurial orientation and self-efficacy attributes,
including the career self-management, career resilience
and proactivity attributes. Research in the South African
financial environment also indicates an entrepreneurial
orientation (Coetzee & De Villiers, 2010) and confidence
in career mobility opportunities due to the professional
nature of the job or profession (Joao & Coetzee, 2011). The
findings of the present study further support research by
Coetzee and Schreuder (2011), which indicates a positive link
between the service or dedication to a cause career anchor
and individuals” employability beliefs, that is, the belief that
they have the attributes, skills, knowledge, experience and
occupational expertise to create or attract employment with
ease. The career preoccupations underpinning the service
or dedication to a cause career anchor may further explain
the findings of the present research. The career concerns of
this career anchor relate to opportunities to influence the
employing organisation or social policies in the direction of
one’s personal values and involve the need to demonstrate
skills and abilities in achieving one’s goals (Coetzee &
Schreuder, 2011; Schein, 1990).

The technical or functional competence career anchor
is motivated by the need to exercise one’s work-related
talents and improve one’s technical and functional expertise
(Feldman & Bolino, 1996; Schein, 1990). However, in practical
terms, the results showed only a moderate association
between the technical or functional competence career
anchor and the employability attributes of entrepreneurial
orientation, self-efficacy, proactivity, career resilience and
career self-management. This finding may be attributed to
the primary motivational force underpinning the technical
or functional competence career anchor, as also in the case
with the service or dedication to a cause career anchor, being
that of transcending one’s own needs and contributing one’s
talents and expertise to the greater good of the whole (Wils
et al., 2010).

Differences between the age groups

Overall, the results showed that the two age groups
(=< 25 years and 26-45 years) did not differ significantly
regarding their employability attributes. The two age
groups only differed in terms of the technical or functional
competence, autonomy and independence, lifestyle and
service or dedication to a cause career anchors. The older
age group showed a significantly higher preference for these
career anchors than their younger counterparts. The findings
are in agreement with research by Coetzee and Schreuder
(2008), which shows individuals in the early life and career
stage to have less strong preferences for the service or
dedication to a cause and technical or functional competence
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career anchors than their older counterparts. However, the
present findings are contrary to Coetzee and Schreuder’s
(2008) research, which shows the early life and career stage
individual to have a stronger preference for the autonomy and
independence career anchor than their older counterparts.
The findings of the present study suggest that the participants
in the establishment life and career stage (2645 years) were
more preoccupied than those in the early life and career stage
(=< 25 years) with the expression of their work-related talents
(technical or functional competence), structuring their work
consistent with their basic personal desires and personal life
(autonomy and independence and lifestyle) and identifying
themselves strongly with their occupations and the culture
of the organisation (service or dedication to a cause). These
findings may be attributed to the typical career-related
preoccupations associated with the establishment life and
career stage, namely that of settling down in one’s career and
life, working to make one’s place in a chosen field of work
and thinking about the job on a long-term basis (Coetzee &
Roythorne-Jacobs, 2012; Super, 1990).

Differences between the race groups

Overall, the results showed that the four race groups
(black African, mixed race, Indian and white) did not differ
significantly regarding their employability attributes. The
black, Indian and white participants only differed in terms of
the entrepreneurial creativity, autonomy and independence,
security and stability and service or dedication to a cause
career anchors. The findings are contrary to research by
Coetzee and Schreuder (2008), which indicates no significant
differences between these race groups in terms of their career
anchors. In terms of Wils et al.’s (2010) research on Schein’s
(1990) career anchors and Schwartz’s (1992) work values, it
appears that the black participants associated more strongly
than the Indian participants with the motivational forces of
openness to change and self-directedness (as underpinned
by the entrepreneurial creativity and autonomy and
independence career anchors) and self-transcendence (as
underpinned by the service or dedication to a cause career
anchor). The black participants also associated more strongly
than their white counterparts with the motivational force of
conservation (security and stability). These findings could
be attributed to the current South African employment
equity legislation favouring the advancement of black
Africans in particular and the communal value system that
black Africans subscribe to (Schreuder & Coetzee, 2011).
Joao and Coetzee (2011) also found that professionals in the
financial environment feel positive about career mobility
opportunities, which may be enhanced for black people due
to affirmative action legislation.

Implications for practice

The practical value of the research findings lies in the
design of career management practices that are based on
the associations found between the participants” career
anchors and their psychosocial employability attributes.




Organisational career management practices should strive to
increaseemployees’ self-awareness of their career anchors and
how these relate to their ability to manage and sustain their
employability (Ndzube, 2013). Career discussions should
help employees understand their strengths and weaknesses
in terms of the psychosocial employability attributes they
require to sustain their employability (Potgieter, 2012, 2014)
and how these relate to their career identities or self-concepts
and the motivational forces (values) that underpin their
primary, secondary and tertiary career anchors (Coetzee &
Schreuder, 2014).

Career management practices should also consider the
differences observed between the age and race groups in
terms of their career anchors. The different career-related
needs and motivations of employees in the early life and
career stage and establishment life and career stage and the
black African, Indian and white employees in the organisation
who participated in this study could be used to inform career
discussions. Such career discussions could focus on helping
these groups understand how their career anchors influence
their career decisions and how their career anchors relate
to their capacity to manage their career development and
employability (Coetzee & Schreuder, 2014; Ndzube, 2013).

Limitations and recommendations for future
research

The discussion of the meaning of the results and potential
implications of the findings must take into consideration the
strengths and limitations of the research. On the positive
side, the measures used in the study were guided by a sound
theoretical framework and proven reliability and validity
in the South African multicultural employment context.
Potential limitations of the study relate to the exploratory
nature of the research design. The generalisation of results
may be limited to the organisation in which the study
was conducted only. The correlational design focused on
exploring the strength and direction of the associations
between the variables of concern to the study. Therefore,
no statements about causation can be made. In light of the
relatively small sample and unequal distribution of the age
and race groups in the particular organisation, the study
needs to be replicated with broader population groups in a
wider range of occupational contexts.

Conclusion

Notwithstanding the limitations, the study could be regarded
as a first step in investigating the relationship between
two constructs that are recognised in the career research
literature as important career meta-capacities in the career
development and employability of individuals. Although
exploratory in nature, the results also pointed to important
differences between age and race groups in terms of their
career anchors. In light of the increasingly multicultural
work and uncertain career contexts in which employees
have to construct their careers, it is trusted that the findings
provided valuable insights that may potentially contribute to
career management practices in the financial environment.
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