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ABSTRACT

Despite the shortage of information technology (IT) professionals and the benefits
of diversity in the global economy, women are largely under represented in the IT
workforce. Prior research on gender stratification demonstrates that this under
representation is a reflection of organizational and social structures, rather than
essentialist generalizations about gender group characteristics. As a result, it is necessary
to understand the characteristics of the IT workforce, and in particular, the opportunities
and constraints that influence career choice and retention of IT professionals. Therefore,
this research empirically investigated individual career anchors (or self-perceived values
and career motives) and how these factors relate to career satisfaction and turnover
intentions among women in the American IT workforce.
This research employed an interpretive epistemological approach comprised of a
preliminary methodological phase and an empirical methodological phase. The purpose
of the preliminary phase was to identify initial themes through an in-depth literature
survey and a qualitative analysis of an existing dataset.1 In this phase, emergent themes
about career anchor manifestation, career anchor clusters and temporal characteristics
about career anchors were identified. The purpose of the empirical phase, which served
as the primary component of the research, was to further analyze and refine the themes
identified in the previous phase through a quantitative investigation. In this phase, a
career values and motivations questionnaire was developed and administered on-line with
210 women employed at four organizations in the American IT workforce.

1

This dataset is from a field study conducted by Eileen M. Trauth, Ph.D. as a part of a multi-year National
Science Foundation funded research project; Grant Number EIA-0204246; Program Years 2002 to 2007.
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The research resulted in several findings. It was found that demographic
characteristics do not have a relationship with career anchor alignment, whereas life
experiences have a mixed relationship with career anchor alignment. Clear evidence of
career anchor clusters was found. A factor analysis identified three career anchor clusters:
organizational autonomy and entrepreneurship, problem solving competitiveness, and
balancing career and personal life. In addition, evidence was found that career anchors
change over time. The entrepreneurship/creativity career anchor was found to change the
most, whereas managerial competence was found to change the least. Finally, high levels
of career satisfaction and low levels of turnover intention were reported by the women
included in the research. These two factors are inversely related and also appear to be
correlated with a women’s identification with her job and profession.
This research advances a variety of efforts in both academic and industry
discourses. First, the literature survey represents significant efforts to characterize the
discourses of organizational behavior and gender and IT research. Second, the mixedmethod research enabled the analysis of multiple sources of data, which added to the
body of empirical research on organizational behavior, and the values and motivations of
women in the IT workforce. In addition, this research contributed to Trauth’s theoretical
foundation of the individual differences theory of gender and IT through the investigation
of career anchor variations among women. Finally, the discussion and conclusions inform
recommendations and interventions developed in order to address the under
representation of women in the IT workforce.
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CHAPTER 1: INTRODUCTION

The new economy is a concept that is commonly used in academic and industry
discourses to explain changes that occur during the shift from an industrial to an
information-based global society. Castells (2000) argues that one such transformation is
the increasing dependence on information technology (IT) as it becomes a primary
component of the national and global economy. The National Science Foundation (2004)
adds that the rise of IT and its increasing ubiquity in our social and economic lives
contributes to large scale social, economic and scientific transformations. Although these
transformations are expected to be positive, such achievements are not automatic and can
have serious consequences on a number of social, economic, legal, ethical and cultural
contexts. As a result, it is necessary to engage in research that investigates the ways in
which IT becomes embedded in a variety of contexts.
Gordon (2005) argues that another transformation is the increasing shortage of
highly educated and technically trained workers that are necessary in order to succeed in
a highly global, competitive and dynamic environment. This shift to an informationbased economy has also caused the IT workforce to become one of the fastest growing
labor markets in the United States. This exponential growth highlights the need to
understand the composition and predict the direction of the workforce (Ellis, 2000).
Employment data from the U.S. Bureau of Labor Statistics shows that the American IT
workforce is comprised of nearly five million workers, making it one of the nation’s
largest and most lucrative industries (Commission on the Advancement of Women and
Minorities in Science Engineering and Technology Development, 2000; Deagon, 2004).
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Moreover, the demand for workers in the IT profession is predicted to increase three
times faster than all job categories through 2014, with the creation of over two million
jobs in the field (Deagon, 2004).
As a result, a major challenge currently facing the industry is the recruitment and
retention of the necessary personnel needed to meet the current and future demands of the
information-based global society. Since 2002, the IT economy has continued to ‘recover’
from recession and contraction of dot.com and telecom companies. The Information
Technology Association of America (ITAA) (2004) reports that the U.S. IT workforce
grew in total employment from 10,312,650 workers in 2003 to 10,526,289 workers in
2004, an increase of two percent. In addition, the ITAA estimates that U.S. economy will
produce over 500,000 new IT jobs between 2003 and 2008. Furthermore, the Bureau of
Labor Statistics (2002) predicts that the IT occupation will be among the fastest growing
occupations over the decade 2002 – 2012.
The IT worker demand is also compounded by employee retention trends, which
has been a growing problem since the 1970s (Niederman & Sumner, 2001). Witaker
(1999) reports that for the last several decades the IT workforce has been plagued with a
20 percent annual turnover rate for professionals. Likewise, Jiang and Klein (1999-2000)
report a rise in this percentage to a 25 to 35 percent turnover rate for IT professionals in
Fortune 500 firms. High turnover rates are expensive and disruptive to organizations in
the IT workforce (Niederman & Sumner, 2001; Thatcher, Stepina, & Boyle, 2002-2003).
For instance, Kochanski (2001) estimates that an organization will spend one to seven
times an employee’s annual salary in order to replace a single IT worker.
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Researchers speculate that the U.S. cannot satisfy IT employment demands
through outsourcing alone. The ITAA (2005b) estimates that as of 2003, the number of
displaced software and IT services jobs due to offshore outsourcing was below 112,000
or less than .006 percent of the national workforce. Hence, offshore outsourcing
contributes to a reduction in the U.S. IT worker shortage, but it does not fully address the
deficit. Mitchell (1997) explains that the U.S. IT skills shortage is exacerbated by
increasing global competition to supply skilled IT professionals. The Computing
Research Association (CRA) (1999) adds that only a few countries (e.g. India and
Ireland) have a surplus of IT professionals despite strong competition from many
countries, including their home countries, for these workers. Thus, in order to remain
competitive in the global IT economy, the U.S. will have to assure an adequate supply of
IT professionals.
At the same time, there is a growing discourse that points to the importance of
diversity in the global IT economy. First, increasing the involvement of under served2
groups would make a contribution to resolving the IT worker shortage. If the IT
workforce was open to a larger group of employees then fewer shortages would exist (E.
Roberts, 2000; Schenk & Davis, 1998; Wilson, 2004). Second, it has been argued that a
diverse workforce contributes to increased levels of innovation and creativity (Florida,
2002, , 2005), productivity, market advantage, economic development (DiversityInc.com,
2003; Gravely, 2003), the creation of more diverse products and services
(DiversityInc.com, 2003; K.D. Joshi & Kuhn, 2001; Wardle, 2003), and increases in
2

The term under served is used instead of under represented as stressed by Kvasny (2006) to highlight that
merely increasing the representation of women and minorities will not bring equality in the workplace.
Rather she stresses the need for a multifaceted approach aimed at a variety of social structures in order to
foster a more equitable workplace. The term under served was also selected as the conference theme of the
International Conference on Information Systems held in December 2006 (Haseman, 2006).
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employee recruitment and retention (Kossek & Pichler, 2006). Finally, a more diverse IT
workforce would support the move toward increases in social inclusion, social access and
corporate social responsibility (Haseman, 2006; ITAA 1998; Kvasny & Payton, 2004;
Office of Technology Policy U.S. Department of Commerce, 1999; Trauth, Huang,
Morgan, Quesenberry, & Yeo, 2006).
Miller and Katz (2002) argue that leveraging diversity and building inclusion is an
integral component of long-term strategies to achieve and sustain higher performance and
competitiveness in the marketplace. The authors suggest that leveraging differences is
based on the capitalization of employees’ individual differences. Likewise, building
inclusion is based on welcoming a range of perspectives rather than forcing conformity.
Kalev et al. (2006) argue that a solid approach in this attempt lies in practices that assign
corporate responsibility for change and encourages people from different parts of the
organization to take responsibility for pursuing the goals of integration. Gravely (2003)
adds that the key to leveraging diversity and building inclusion relies on more than
corporate diversity programs. Rather organizations must foster systemic change and build
corporate support in order to create programs that tie diversity to business value. For
instance, Pless and Maak (2004) remark that organizational environments should allow
“people with multiple backgrounds, mindsets, and ways of thinking to work effectively
together and to perform to their highest potential in order to achieve organization
objectives” (p. 130).

4

Problem Definition and Motivation

Despite the shortage of IT professionals and the organizational and societal
benefits of diversity, women are largely under represented in the American IT workforce;
a phenomenon typically termed the IT gender gap. In 1983, women comprised 43 percent
of the full-time IT workforce, a figure slightly higher than the 40 percent female
representation rate for all full-time non-IT careers at that time (Rosenbloom, Ash, Coder,
& Dupont, 2005). Female participation in the U.S. labor force has held steady over the
past several decades with women accounting for approximately 40 to 47 percent of the
labor force (U.S. Bureau of Labor Statistics, 2005). Yet, the share of women in IT
employment has dropped sharply in recent years. Female representation in the IT
workforce fell from 28.9 percent in 2000 to 26.2 percent in 2006 according to a study
produced by CIO Insight (Chabrow, 2007).3 (See Figure 1 for a depiction of women
employed in the IT workforce from 2000 to 2006). The statistics for 2006 are particularly
alarming because it was a year in which overall IT employment hit a record high of
nearly 3.47 million employees. Yet, female employee participation dropped 7.7 percent
from 2000.

3

The CIO Insight findings are derived from an analysis of data from the U.S. Department of Labor's
Bureau of Labor Statistics (BLS) Current Population Surveys.
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Figure 1: Women Employed in the IT Workforce
(Figure from Chabrow, 2007)

The figures of female participation in the IT workforce are based on the eight IT
occupation categories tracked by the U.S. Department of Labor's Bureau of Labor
Statistics: managers, computer scientists/systems analysts, programmers, software
engineers, support specialists, database administrators, network/ computer systems
administrators, and network systems/data communications analysts. The participation of
women by occupation varies by type and year. For instance, in 2006 women accounted
for 36.7 percent of all database administrators, but during the same time they accounted
for only 16.7 percent of network and computer systems administrators. (See Table 1 for a
depiction of women employed in the IT workforce by occupation).
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Table 1: Women Employed in the IT Workforce by Occupation
(Table from Chabrow, 2007)

Women are not only under represented in the IT workforce, but they are also a
declining part of it. Wardell et al. (2005; 2006) found in their study of 2,823 male and
female IT professionals that women are nearly two and a half times more likely than men
to leave the IT workforce. Their findings illustrate that although women are able to gain
the necessary skills to enter the IT workforce, they are more likely than their male
counterparts to leave the industry. The authors speculate that this lack of retention could
be due to organizational factors (e.g. organization size, climate and environment) or
societal factors (e.g. children and domestic responsibilities). Cockburn (1991) supports
this argument by suggesting that the social pressures on women to be responsible for
domestic duties raises difficulties in career advancement and retention.
Further complicating the issue of female under representation in the IT workforce
is the reentry pattern of unemployed skilled IT professionals. Men have been far more
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likely than women to return to the IT workforce as the market recovers from the dot.com
bust. As a result, the unemployment rates of skilled men are decreasing much faster than
that of skilled women. For example, from 2003 to 2004, the number of unemployed
skilled male IT professionals dropped 34.4 percent while the number of unemployed
skilled female IT professionals dropped only 5.15 percent (ITAA 2005a). In summary,
the under representation of women in the IT workforce continues to grow and appears to
be compounded by poor retention statistics and different reentry patterns of workers after
the dot.com bust.

Problem Background

The issue of career stratification by gender is not limited to the IT workforce
(Steiger & Wardell, 1995). For instance, the Commission on Professionals in Science and
Technology (2004) estimates that in 2003 women accounted for only 10.4 percent of
engineers and 37.4 percent of natural scientists. Other professions, such as the medical
and law professions, have experienced increases in the participation of women (Kam,
2005; Padavic & Reskin, 2002; L. Schiebinger, 1999). For example, in 1971 women
accounted for 9.5 percent of employees in the legal profession (e.g. lawyers, paralegals
and legal support workers). Yet, this number climbed to 44.4 percent in 1996 (Kam,
2005) and 48.9 percent in 2004 (U.S. Bureau of Labor Statistics, 2005). Although there
are more women in the legal profession today than ever before, it is important to note that
gender stratification still exists within the profession. For instance, in 2004 women
accounted for only 29.4 percent of lawyers, as compared to 86.4 percent of paralegals and
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76.6 of legal support workers (U.S. Bureau of Labor Statistics, 2005). Likewise, women
make up only 17 percent of law firm partners and leave partner-track positions more
frequently than men (Pfeiffer, 2007).
Research on gender stratification in historically male-dominated professions
provides a basis of understanding for investigations of the IT gender gap. Much of this
research centers on the examination of ‘what is broken.’ In her book Has Feminism
Changed Science? Schiebinger (1999) disputes the claim that the solution to the gender
gap lies simply in adding more women to science, leaving the field itself unchanged. She
adds that it would be a mistake to assume that women should assimilate to science rather
than modifying the field itself. The assumption is that nothing in either the culture or the
context of the sciences requires change to accommodate women. Particularly relevant to
IT, Schiebinger (1999) and Kam (2005) stress that the pipeline model assumes women
should assimilate to the current practices of science, but does not provide insight on how
to change the field so as to be a more inclusive environment for recruitment and retention
of under represented groups. Tapia and Kvasny (2004) and Wardell et al. (2006) also
remark that it is not productive to increase the numbers of under served minorities in the
IT workforce only to have them drop or be pushed out by an unaccommodating industry.
Kvasny et al.(2005) and Tapia et al. (2004) add that there is an insufficient understanding
of gender and organizations that is vital for informing policies and strategies to retain
women in the IT workforce.
Gender stratification researchers have also investigated the variety of ways in
which women face a gender bias in male dominated fields. There is evidence that a promale bias frequently occurs in male-dominated professions (e.g. Bowen, Swim, & Jacobs,
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2000; Davison & Burke, 2000; K. D. Joshi & Kuhn, 2005; Pulakos, White, Oppler, &
Borman, 1989). Bielby (2000) argues that workplace gender bias typically has roots in
gender bias in other institutional realms, such as educational settings, communities, and
families. He adds that these gender stereotype behaviors typically lead to employer biases
about performance and abilities of female employees. For instance, Maurer and Taylor
(1994) found that employees who are perceived by superiors to demonstrate masculine
personality traits receive higher performance ratings in masculine-typed professions.
With regard to the IT workforce, Baroudi and Igbaria (1994-1995) argue that women face
barriers in the industry such as male-biased educational programs and a “male-dominated
computer culture,” all of which impact their career success potential.
Another argument made in gender stratification research relates to the idea of no
‘universal woman’ (e.g. Butler, 1990; D.J. Haraway, 1991; Harding, 1991; Trauth, 2002).
This argument suggests that women do not constitute a tightly knit group with common
interests, backgrounds, values, behaviors and mannerisms, but rather they have come
from a diverse range of classes, races, sexual orientations, geographic locations, and
generations. Schiebinger (1999) suggests that more diverse comparisons are necessary to
examine a range of social, economic, institutional, cultural, and political factors and their
role in encouraging or discouraging women from participating in the sciences. Kvasny
(2006) and Kvasny et al. (2005) also stress the importance of research that investigates
under served groups as an independent category for analysis, rather than in comparison to
dominant groups (e.g. male, American, white, middle-class, managers) or between
biological sexes. Kvasny adds that research should focus on solidity among woman, but
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at the same time acknowledge the diverse combinations of sexuality, social class,
nationality, religion, geographic region and job classification.
Gender studies of employment stratification have also concluded that gender4
divisions are a primary piece of the labor market through the concept of “separate
spheres” (Smith, 1997) and distinct “culture codes” (Davies, 1995) for men and women.
In an organizational context “qualities associated with manliness are almost everywhere
more highly regarded than those thought of as womanly” (J. Wajcman, 1991 p. 9).
Hence, Wilson (2004) argues that there is a tendency to associate certain skills and
knowledge as typically male or female. With regard to the IT workforce, Wilson adds
that masculinity is generally associated with intellect, logic, scientific, hard skills,
whereas femininity is associated with intuition, emotion, social, soft skills. These
gendered spheres mutually construct views of skills and technology, including allocation
of skill labels, status, prestige, skill rewards and organization of work.

Purpose of the Research

Researchers argue that traditional models for investigating organizational, social
and cultural influences on careers are increasingly less valid (Bridges, 1994; Hall, 1996;
Marshall & Bonner, 2003; Rifkin, 1995). The authors suggest that this shift is primarily
due to recent changes in the definitions of work, careers, and job structure, widespread
downsizing, subsequent loss in job security, shifts in organizational loyalties and the

4

Sex refers to biologically-based or physical distinctions between men and women. Gender refers to the
binary division of two opposing types of humans of ‘male’ and ‘female.’ These two categories are socially
defined and are typically considered distinct, opposed and hierarchical in which one is typically cast as
positive and the other as negative (Beasley, 2005).
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increasingly global nature of the labor force. Marshall and Bonner (2003) add that prior
organizational research models shared a key assumption about career goals that “most
employees seek natural progressions upward and they want to work for a single, stable
employer” (p. 281). Yet, the current workplace is characterized by complex job
arrangements with highly divergent and diverse career paths. Hence, researchers typically
embrace organizational theories that account for the dynamic nature of today’s workplace
and workers (Bonner, 1997; Bridges, 1994).
Marshall and Bonner (2003) explain that there is also a growing discourse that
points to the importance of investigations that include analysis of both “internal” careers
or individuals’ subjective opinions and “external” careers or the progression of positions
or jobs. A central aspect of internal careers are employee career anchors, or a person’s
self-concept, consisting of self-perceived talents, values and the evolved sense of motives
as it pertains to their career (Schein, 1987). Likewise, a central aspect of external careers
is organizational climate, or the pattern of shared assumptions or behavior shared by
employees in an organization that has worked well enough to be considered valid
(Schein, 2004). With regard to the IT workforce, Crepeau et al. (1992) suggests that
“future studies are required to determine the extent to which the internal career
orientations of IS5 personnel … match the external career options provided by
organizations” (p. 156).
Despite the existing literature on career anchors and organizational climate,
Ginzberg and Baroudi (1988) and Ramakrishna and Potosky (2003) argue that additional

5

The acronym (IS) is used for the abbreviation of the term information system. IS personnel are
professionals who focuses on the creation or maintenance of hardware and software used to supply
information. The acronyms IT and IS professionals are frequently used interchangeably in the literature. In
this dissertation both terms will be used to identify word choice by the author(s) being cited.
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systematic analysis of the IT workforce is necessary. Although, a number of studies have
recently emerged in this area (e.g. Ituma, 2006; J. Jiang, Klein, & Balloun, 2001;
Ramakrishna & Potosky, 2003; Wynne, Ferratt, & Biros, 2002), the results have been
mixed and no clear consensus has been reached. With regard to career anchors of women
in the IT workforce, research results have been inconsistent and conflicting. These varied
results coupled with the complexities in understanding gender and the under
representation of women in the IT workforce presents an interesting opportunity for
research.
Acker (2004) argues that a systematic analysis of gender and the IT workforce is
also needed according to five main factors. First, the gender segregation of work is partly
created and maintained through organizational practices. Second, income and status
inequalities between men and women are partly created in organizational process. With
regard to the IT workforce, Wardell et al. (2006) report that the differences in income is
gendered. For instance, the Dice Salary Survey (2007), estimates that in 2006, women in
the U.S. IT workforce earned an average of 9.7 percent less than men in annual salary
figures, even when accounting for human capital characteristics such as age, education
and work experience. Investigations of these processes are necessary in order to build a
greater understanding of gender inequality and its implications on career decision factors.
Third, organizations are a specific type of institution, which invents and reproduces
cultural images of gender. These images are in turn widely disseminated. Fourth, many
aspects of individual gender identity (and in particular masculinity) are outcomes of
organizational processes and pressures. And finally, an important research aim is to help
organizations to be more supportive of employee goals.
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The primary purpose of this research is to examine career anchors of women in
the American IT workforce and their relationship to occupational decisions. The reasons
for doing so are threefold. First, to study the effects career values and motivations on
career retention of women in the IT workforce. Second, to determine the extent to which
the internal career orientations of IT personnel match the external career options provided
by organizations. And third, to better understand and formulate recommendations that
address the IT gender gap. In doing so, this research investigates the relationships
between career anchors, organizational climate and female retention in the IT workforce.
Therefore, the primary objective of this research is to:

Examine individual career anchors and perceptions of organizational
climate among women in the American IT workforce and the relationship
of these factors to career satisfaction and turnover intentions.

Description of Dissertation Chapters

Chapter 2 reviews relevant literature and theoretical foundations of organizational
behavior research. The purpose of reviewing the organizational behavior literature is to
connect the various research areas, highlight gaps in existing knowledge and identify
areas for additional research. Chapter 3 reviews relevant literature and theoretical
foundations of gender and IT research. The purpose of reviewing the gender and IT
discourses is to consider the role of theory selection in investigations of women in the IT
workforce. The chapter concludes with a theoretical framing of the current study and
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rationale for theory choice. Chapter 4 provides a description of the research design. This
includes a discussion of the research questions, the epistemology, methodology and
guidelines for evaluating the research. Chapter 5 presents the findings and the
contributions of the research. Chapter 6 discusses recommendations, limitations of the
study and areas of future research. Chapter 7 presents final conclusions and a summary of
the research.

Summary of Contributions

This dissertation makes several contributions to research and practice. First, the
literature review presented in Chapter 2 and 3 represent significant efforts to characterize
the discourses of organizational behavior and gender and IT research. Second, the mixedmethod research presented in Chapter 4 and 5 enabled the analysis of multiple sources of
data, including an extensive review of published research and an analysis of on an
existing qualitative dataset.6 These tasks contributed to the development of a career
values and motivations questionnaire, which was subsequently administered with 210
women employed in the IT workforce. The results of these analyses add to the body of
empirical research on organizational behavior, and the values and motivations of women
in IT careers. Finally, the discussion and conclusions presented in Chapter 6 and 7 inform
recommendations and interventions developed in order to address the IT gender gap

6

This dataset is from a field study conducted by Eileen M. Trauth, Ph.D. as a part of a multi-year National
Science Foundation funded research project; Grant Number EIA-0204246; Program Years 2002 to 2007.
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CHAPTER 2: REVIEW OF ORGANIZATIONAL BEHAVIOR RESEARCH

Today’s researchers typically embrace organizational theories that account for the
dynamic nature of the workplace and its workers (e.g. Bridges, 1994; Hall, 1996;
Marshall & Bonner, 2003; Rifkin, 1995). These authors explain that is vital due to
changes in the definitions of work, careers, and job structure, widespread downsizing,
subsequent loss in job security, shifts in organizational loyalties and the increasingly
global nature of the labor force. Marshall and Bonner (2003) add that most organizational
research models developed prior to the mid-1990s shared a key assumption about career
goals that “most employees seek natural progressions upward and they want to work for a
single, stable employer” (p. 281). In this sense, many traditional organizational theories
took a ‘one size fits all’ approach rather than utilizing perspectives that account for the
diverse backgrounds, values and motivations of employees. Yet, today’s workplace is
characterized by complex job arrangements with highly divergent and diverse career
paths. As a result, Marshall and Bonner explain that there is also a growing discourse that
points to the importance of investigations that include analysis of both internal careers or
individuals’ subjective opinions and external careers or the progression of positions or
jobs within the IT profession.
At the same time, the IT workforce has gained particular attention because of the
dynamic nature of IT work, and the poor recruitment and retention figures particularly
among under represented groups. Crepeau et al. (1992) remarks that “studies are required
to determine the extent to which the internal career orientations of IS personnel … match
the external career options provided by organizations” (p. 156). Ginzberg and Baroudi
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(1988) and Ramakrishna and Potosky (2003) also argue that additional systematic
analysis of the IT workforce is necessary in order to more deeply understand
organizational behavior as it relates to career anchors and organizational climate.
Chapter 2 reviews relevant literature and theoretical foundations of organizational
behavior research. This review is presented in three sections: a) career anchors; b)
organizational climate; and c) the effect of career anchors and organizational climate on
career satisfaction and turnover intention. The purpose of reviewing the organizational
behavior discourses mentioned above is to connect the various research areas, highlight
gaps in existing knowledge and identify areas for additional research. Tables are provided
that summarize major contributions and accomplishments by selected authors for each
section.

Career Anchors

Schein (1971; 1975; 1985; 1987; 1990) first introduced the concept of a career
anchor or career orientation as “that element of our self-concept that we will not give up,
even if forced to make a difficult choice” (p. 158). Hence, career anchors describe a selfperceived pattern of talents, values, needs, abilities, attitudes, and the evolved sense of
motives that attract individuals to particular occupations. Schein (1982) writes:

“Talents, motives and values come to be inter-related into a more or less
congruent total self-concept through a reciprocal process of learning to be
better at those things we are motivated to do and value, learning to want
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and value those things we are good at, and avoid those things we are not
motivated to do or do not value, resulting in loss of abilities or skills in
those areas” (p. 2).

Schein (1987) identified eight career anchors: managerial competence,
technical/functional competence, entrepreneurship/creativity, autonomy/independence,
sense of service/dedication, pure challenge, lifestyle integration and security/stability.
DeLong (1982) later identified several additional career anchors of identity and the
separation of security/stability into the two independent anchors of organizational
stability and geographic stability. Career anchors as defined by Schein (1987) and
DeLong (1982) are described below:

Managerial Competence: The desire for managerial activities such as
supervising, managing and coordinating the work of others. Three areas of
competence are important: analytical competence or the ability to solve
problems and make decisions, interpersonal and inter-group competence
or the ability to influence and work with others, and emotional
competence or the ability to work well under pressure and high stress
situations.

Technical/Functional Competence: The desire for technical activities in
order to gain proficiency or perfect skills in a certain area. Generally,
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career advancement into management is not desirable for the individual as
it may be disruptive to their primary focus of work.

Entrepreneurship/Creativity: The desire to create new products or
services. The primary focus is the creation of a new venture despite
challenges, risks or obstacles in order to make their mark on the world.

Autonomy/Independence: The desire to be free of constraints and
restrictions to pursue managerial or technical competence. These
constraints and restrictions are diverse in nature and range from issues
related to freedom of choice in areas such as when to work, how to work
and where to work. Generally there is little sense of organizational loyalty
if independence is threatened.

Service/Dedication: The desire to help others and recognize a change for
the greater good.

Challenge/Variety: The desire for several types of challenges and the need
to overcome difficult obstacles and situations.

Lifestyle Integration: The desire to balance careers with family and
personal growth.
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Identity: The desire for status and prestige from working at powerful or
prestigious organizations.

Organizational Security: The desire for organizational/job security in
which employees stay faithful to an organization. Security can be in the
form of financial security such as income or retirement plans or in
employment longevity. A trade-off of security can be career advancement.

Geographical Security: The desire for geographical security in which
employees stay faithful to a geographic region where they work. Security
can be in the form of geographic stability such as living in a single
community for an extended period of time. A trade-off of security can be
career advancement.

Schein (1971; 1975; 1985; 1987; 1990) selected the term career anchor because it
serves as a stabilizer throughout an individual’s career regardless of the number of
occupational changes. He argues that only one career anchor can drive career choices.
Schein does note that individuals with five to ten years of work experience are more
likely to identify with a single career anchor than an individual who is new to the
workforce. This notion holds a crucial point related to the consistency of career anchors
throughout a lifetime. Schein argues that once an individual establishes a career anchor,
that anchor is unlikely to shift during his or her career. Hence, occupations or industries
may change, but career anchors remain constant over time. Schein (1987) also states that
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“within any given occupation or career, there are indeed very different kinds of people
with different goals, life-styles, talents, and values” (p. 165). In this sense, career anchors
do not determine the occupation one enters, but rather are used in career decision
processes. As a result, a given occupation can be filled with individuals who represent a
variety of career anchors. In some cases, employees may adjust the conditions or terms of
a given profession to fit their personal talents, abilities, motives, needs, attitudes and
values. Hence, career anchors are a powerful indicator of employees’ decisions about
career selection and retention decisions.

Career Anchors in the IT Workforce

Researchers from a variety of disciplines have investigated career anchors and
confirmed their existence in several occupational settings (e.g. dentistry in DeLong
(1983), law enforcement in Burke and Descza (1988) and the clergy in Wangsgard
(1988)). Schein continues to examine career anchors and is projecting their application
throughout the 21st century and hence, his work is based up on recent workforce trends
and the consistently changing business environment (e.g. Schein, 1996; 2004).
Researchers have called for the study of career anchor investigations in the IT workforce
because of the dynamic nature of IT work (R. G. Crepeau et al., 1992; Ferratt, Enns, &
Prasad, 2006; Ginzberg & Baroudi, 1988). In addition, Crepeau et al. (1992) argues that
the diversity of employee career perspectives and the dynamic nature of IT mandate that
insights for career development be available. Furthermore, Hsu et al. (2003) suggest the
use of career anchors in order to examine the diversity of IT employee desires and to
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develop possible matches to job type. Thus, as Rau and Hyland (2002) explain
organizations could then be prepared to offer a variety of flexible career structures that
are robust and able to adjust to diverse employees in a changing environment with
complex external conditions.
Researchers have also called for the study of career anchor investigations in the
IT workforce in order to better inform organizational and HR practices. Ferratt et al.
(2006) argue that the IT workforce is comprised of a number of employee subgroups who
have differing needs and values. Despite this most organizations have a common set of
HR practices for all professionals. Unfortunately, these practices may not appeal to a
valuable pool of potential employees. In the same vein, Jiang et al. (1995) contend that IT
researchers and practitioners often recommend a dual career ladder to allow employees to
progress in either a technical or managerial direction. Yet, empirical evidence suggests
that this model is too limiting and more diverse career progression models are necessary
(J. Baroudi, 1988; R. G. Crepeau et al., 1992). Thus, from an organizational perspective,
career anchor research can better inform current selection, placement, development and
reward practices (Ramakrishna & Potosky, 2001-2002).
Researchers have also called for the study of career anchor investigations in the
IT workforce in order to improve IT employee recruitment and retention statistics. As
previously mentioned, Witaker (1999) reports that the IT workforce has been plagued
with a 20 percent annual turnover rate for professionals for the last several decades.
Likewise, Jiang and Klein (1999-2000) report a rise in this percentage to a 25 to 35
percent turnover rate for IT professionals in Fortune 500 firms. Igbaria et al. (1991)
argued that determining career anchors of IT professionals is important because these
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attributes influence the selection of occupations and work settings. Furthermore,
Ramakrishna and Potosky (2001-2002) stress that in order to increase career satisfaction
rates, improved employee retention, and reduce high turnover rates an organization must
make greater attempts to match employee career anchors to career opportunities.
In response to this call, researchers are investigating career anchors in the IT
workforce and have found evidence of their existence, although specific findings have
been mixed. Many researchers have reported evidence of two primary career anchors –
managerial competence and technical competence – among IT professionals. Crepeau et
al. (1992) conducted a study with 321 information systems professionals and found that
most are typically oriented to managerial competence and technical competence career
anchors as opposed other anchor types such as challenge/variety, lifestyle integration, etc.
Conversely, Igbaria et al. (1991) surveyed 464 Association for Computing Machinery
(ACM) members and argued that the majority of IT professionals are either managerially
or technically oriented. Specifically, the authors found that systems programmers,
applications programmers and software engineers tend to be technically oriented,
whereas systems analysts, project leaders and computer managers tended to be
managerially oriented. This study conflicts with an earlier finding by Baroudi (1988) that
few IT employees, despite type of IT job, held a technical orientation.
Researchers have also found evidence of career anchors other than managerial
and technical competence among IT professionals. Crepeau et al. (1992) found that in
addition to these two career anchors, IT professionals also possess a wide variety of other
career anchors that are largely independent of one another. They reported that the
following career anchors were evident: managerial competence, technical competence,
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autonomy/independence, service/dedication, identity, challenges/variety, geographical
security and organizational security. Interestingly, the authors did not find evidence of
creativity career anchors among IT professionals. Ramakrishna et al. (2003) reported in a
study of 163 IS professionals that nine career anchors were evident including: managerial
competence, identity, variety, service, geographic security, autonomy, organizational
stability , technical competence and creativity. Sumner et al. (2004; 2005) report slightly
different results in that four career anchors are most prevalent in IT professionals:
creativity, autonomy, identity and variety. Likewise Smits et al. (1993) found that among
1,000+ newly graduated IS professionals the most prevalent career anchors were
autonomy and challenge. Wynee et al. (2002) argues that IT professionals in the U.S. Air
Force placed importance on job security, service, and lifestyle factors, but did not
demonstrate alignment with managerial or technical competence.
Schein (1985) originally argued that individuals have a single career anchor that
ranks higher than all other anchors. Yet, researchers have found that employees can have
a number of career anchors or a “career cluster” rather than a single anchor (e.g. DeLong,
1982; Ramakrishna & Potosky, 2003; Suutari & Taka, 2004). Crepeau et al. (1992) used
component factor analysis to group IT employee career anchors into three main career
orientations: 1) “leadership” which includes managerial competence, service/dedication,
identity and challenges/variety; 2) “stability” which includes organizational security; and
3) “technical” which includes technical competence. Furthermore, Ferratt et al. (2006)
found that IT employee career anchors tend to group into three main categories: 1)
“security” which includes job security, pay and benefits; 2) “achievement” which
includes career development opportunities, specificity of performance requirements,
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work choice discretion, recognition and social interaction or support; and 3) “flexibility”
which includes discretion on work hours, discretion on work location and discretion on
travel. Ituma (2006) found that IT professionals in Nigeria group in six clusters: 1) being
stable; 2) being marketable; 3) being challenged; 4) being free; 5) being balanced; and 6)
being in-charge.

Career Anchors and Gender in the IT Workforce

In an attempt to reconcile the wide range of findings of career anchors among IT
professionals, researchers have also included additional factors such as age and gender in
the analysis of their findings. Schein (1978) originally developed the theory of career
anchors by conducting a longitudinal study of 44 male alumni from the Sloan School of
Management at Massachusetts Institute of Technology. Although the initial theory was
based strictly on a male population, later investigations included populations of both men
and women, hence showing applicability to both groups. At the same time, there is a
growing area of research that focuses on the study of historically under represented
groups in the IT workforce in terms of age, gender, sexual orientation, racial/ethnic
identity, and socio-economic class. Research in this area examines diversity from a sociotechnical perspective in order to problematize issues of under severed groups in IT and
give voice to those marginalized by the power discourse of technology (Kvasny, 2006;
Kvasny & Trauth, 2002; Kvasny & Truex, 2001; Tapia & Kvasny, 2004).
Research on career anchors of women, both inside and outside of the IT
workforce, have reported mixed results. With regard to women in a traditional business
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environment a number of studies have reported that men and women differ in their career
anchor preferences. Konrad et al. (2000; 2000) conducted a meta-analysis of career
anchor literature and found that on the one hand men in their study reported higher values
for organizational security than women. On the other hand, they found that women in
their study were more likely to be aligned with lifestyle and challenge career anchors.
Marshall and Bonner (2003) argue that men in their study have much stronger alignment
than women in their study to career anchors of managerial competence,
entrepreneurship/creativity and challenge/variety. Heckert et al. (2002) argue that women
more than men in their study value a lifestyle career anchor in that they put more
emphasis on factors such as working conditions, facilities for child rearing, and working
hours. In addition, Gallos (1989) argues that women in their study also tend to have a
career anchor of organizational security in that they focus more on attachment and
affiliation than do men. Burke (1983) concluded that differences in career anchors
between men and women in their study serve as an explanation as to why women enter
service-oriented professions (such as nursing and teaching). In doing so, the author used
results from his findings to generalize to gender employment stratification in the U.S.
Yet, Roberts and Newton (1987) and Kniveton (2004) argue that men and women in their
study have a similar view of career anchors.
With regard to the IT workforce, Igbaria et al. (1991) conducted one of the first
studies of gender differences in career anchors among IT professionals. They reported
that women in their study were more lifestyle oriented and less technically oriented than
men. The authors explained that female employees in their study who were lifestyle
oriented

tended

to

be

relatively

unconcerned

with

challenge,

service

and
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entrepreneurship. In addition, they found that women were more likely to be in software
engineering and applications programming than other types of jobs. Igbaria et al. (1991)
also reported that other factors such as age, education level, marital status, tenure in the
job, the organization and the MIS field were not determinates of career anchor type.
Whereas, more recent studies of women in the IT workforce have conflicted with
the Igbaria et al. (1991) study. For instance, Rommes (2005) investigated career anchor
perceptions of teenage boys and girls interested in IT careers and found that gender
differences were not relevant in career anchor decisions. In her study, boys and girls
within one career anchor were more related to each other, than boys or girls were as
gender groupings. Likewise, Gomez-Mejia (1990) conducted a study of employee values
in a high-tech corporation and found that occupational differences were greater than
gender differences. For instance, Gomez-Mejia found that female managers were more
similar to male managers than to female production workers at this particular corporation.
Furthermore, Crook et al. (1991) found in their study of over 300 IT personnel, that
gender differences were not determinate factors in career anchor determination. Rather,
men and women equally valued stable careers (organizational security), helping others
(service/dedication) and challenges in their careers (challenge/variety). In their study of
over 2,000 IT professionals in the UK, Panteli et al. (1999) reported that men and women
had similar values in terms of challenge, and organizational security.
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Career Anchors Summary

In summary, the literature shows that researchers are embracing organizational
theories that account for the dynamic nature of today’s workers. One such approach is the
use of career anchor investigations. Although, a number of studies of career anchors in
the IT workforce have emerged, the results have been inconsistent and no clear consensus
has been reached. (See Table 2 for a detailed summary of career anchors in
organizational behavior literature presented in alphabetical order by first author). As a
result, researchers have attempted to reconcile the wide range of findings of career
anchors among IT professionals by including additional factors such as age and gender in
their analysis. Yet, these studies have also produced a diverse body of research that is
conflicting and tends to categorize women as a single group.

Table 2: Career Anchor Literature

Reference

Connections

Conclusion & Contribution

Baroudi (1988)

Determined that few IT professionals
held a technical orientation. Their
sample was comprised of 1,152
members of the Data Processing
Management Association (DPMA).

This article was one of the first studies
to consider career anchors among IT
professionals. Their findings that few
IT professionals were aligned with
technical competence sparked future
studies.

Burke (1983)

Concluded that differences in career
anchors between men and women
suggest why women enter serviceoriented professions.

Concluded that gender differences
accounted for variation in career
anchor alignment.

Crepeau et al. (1990;
1992)

Determined that career anchor
constructs were operative for IT
professionals.

Their study built on the Baroudi
(1988) study, but found that IT
professionals possess a wide variety of
career anchors that are largely
independent of one another including
technical competence.
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Reference

Connections

Conclusion & Contribution

Crook et al. (1991)

Determined that career anchor
constructs
vary
by
some
demographics such as tenure in the
workforce for IT professionals.

Examination of the gender dependent
variable failed to discriminate between
males and females.

Crook et al. (1991)

Investigated career anchors among IS
students and professionals.

Found that IS students and
professionals varied for several career
anchor types.

Ferratt et al. (2006)

Found that IT employee career
anchors tend to group into three
career anchor categories.

Argued that individuals are aligned
with multiple career anchor types as
opposed to a single type.

Gallos (1989)

Argued that women tend to have a
career anchor of organizational
security in that they focus more on
attachment and affiliation than do
men.

Concluded that gender differences
accounted for variation in career
anchor alignment.

Gomez-Mejia (1990)

Conducted a study of employee
values in a high-tech corporation.

Found that occupational differences
were greater than gender differences.

Heckert et al. (2002)

Argued that women more than men
value a lifestyle career anchor in that
they put more emphasis on factors
such as working conditions, facilities
for child rearing, and working hours.

Concluded that gender differences
accounted for variation in career
anchor alignment.

Igbaria et al. (1991)

Found the most prevalent career
anchor of MIS employees was
technical
and
managerial
competence. Also found that women
were more lifestyle oriented and less
technically oriented than men.

This article was one of the first studies
to consider gender differences in
career
anchors
among
IT
professionals. The authors argued that
gender differences did exist in career
anchor alignment, and hence should be
considered in HR policies of reward
systems and career paths.

Ituma (2006)

Found that IT professionals
Nigeria group in six clusters.

in

Argued that individuals are aligned
with multiple career anchor types as
opposed to a single type.

Jiang et al. (1995)

Found that ten career anchors were
prevalent among IT professionals.

The authors argued that diversity of
career anchors among IT professionals
is the norm. Hence, the model of
alignment is not complete and
additional factors must be taken into
account.

Konrad et al. (2000;
2000)

Conducted a meta-analysis of career
anchor literature, which is one of the
most thorough and comprehensive
career anchor studies.

Found that men in their study reported
higher values for organizational
security than women. They also found
that women in their study were more
likely to be aligned with lifestyle and
challenge career anchors.

Kniveton (2004)

Investigated career anchors among
general business managers and found
that career anchors varied by age.

Concluded that age differences
accounted for variation in career
anchor alignment rather than gender.
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Reference

Connections

Conclusion & Contribution

Marshall and Bonner
(2003)

Investigated career anchors among
graduate business students in
Australia, the USA, Malaysia, South
Africa and the UK and found the
lifestyle anchor was the most
prevalent.

Concluded from results of a multicountry sample that career anchors
vary by culture and time.

Panteli et al. (1999)

Conducted a study of over 2,000 IT
professionals in the UK.

Reported that men and women had
similar values in terms of challenge,
and organizational security.

Ramakrishna et al.
(2001-2002)

Determined that IS professionals
aligned with nine career anchors.

Argued that career anchors of IT
professionals have evolved over time
and are different now than ten years
ago.

Ramakrishna et al.
(2003)

Determined that IS professionals
aligned with nine career anchors.

Argued that a cluster of career anchors
rather than a single dominant anchor
should be considered.

Rommes (2005)

Investigated the main values girls
and boys attach to their future career
choices.

Found that boys and girls within one
anchor type are more related than girls
as a group.

Smits et al. (1993)

Found that over a 1,000 newly
graduated IS professionals the most
prevalent career anchors were
autonomy, and challenge.

Did not examine other characteristics
such as gender in their analysis.

Sumner et al. (2004)

Determined that career anchors of IT
professionals included organizational
stability,
variety,
managerial
competence and geographic security.

Found that career anchor alignment
varied by age, but not gender.

Sumner et al. (2005)

Found four career anchors are most
prevalent among IT professionals.

Their results argued that creativity,
autonomy, identity and variety were
more prevalent than managerial or
technical competence.

Wynee et al. (2002)

Found that U.S. Air Force IT workers
placed overriding importance on job
security, service, and lifestyle career
anchors rather than managerial or
technical competence.

Found that career anchor alignment
varied by civilian and government IT
workers.
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Organizational Climate

Researchers over the last several decades have argued that systematic analysis of
internal factors alone is not enough to fully understand career recruitment and retention
decisions (e.g. Cable & Judge, 1996; R. G. Crepeau et al., 1992; Ginzberg & Baroudi,
1988; Ramakrishna & Potosky, 2003). For instance, several years ago Ginzberg et al.
(1988) remarked:

“When considering careers, one must examine both the external career
options offered by the organization and the individual’s internal career
orientation. There is a wide diversity of internal career orientations which
an individual may possess. The individual’s career orientation may or may
not match the external career offered by the organization” (p. 590).

More recently, Crepeau et al. (1992) added that “studies are required to determine the
extent to which the internal career orientations of IS personnel found in this study match
the external career options provided by organizations” (p. 156). This is due mainly to the
argument put forth by Cable and Judge (1996) that an individuals’ career decision is
influenced by the congruence of career anchors and organizational attributes. Building on
this argument, Judge and Bretz (1992) argue that individuals typically seek or stay in
careers where their values fit the organizational climate.
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Organizational Climate in the IT Workforce

As a result, these authors argue for additional analysis of internal and external
factors of careers in the IT workforce. Marshall and Bonner (2003) explain that there is a
growing discourse that points to the importance of investigations that include analysis of
both internal careers or individuals’ subjective opinions and external careers or the
progression of positions or jobs. Internal careers, such as career anchors, relate to the
subjective sense of oneself, whereas external careers relate to expectations and
acceptability of behavior in a given occupational structure (Schein, 1990). Derr and
Laurent (1989) suggest that a critical question about internal careers is “What do I want
from work given my perceptions of who I am?” A companion question that illustrates
external careers is “What’s possible and realistic in my organization given my perception
of the world of work?” Hence, Jiang et al. (1999-2000) remark that external career
options refer to the extent an organization provides support to the internal career anchors.
Derr et al. (1989) argue that a central aspect of external careers in need of
additional analysis is organizational climate. De Witte et al. (1988) explain that
organizational climate represents a synthesis of perceptions about a relatively stable set
of value orientations of an organization, which influence the behavior of employees with
respect to organizational effectiveness. Denison (1996) adds that organizational climate is
the reflection of organizational environments that are rooted in values, beliefs and
assumptions. In this sense, organizational climate is considered relatively static, subject
to direct control, and largely based on aspects perceived by organizational members.
(Sparrow, 2001) writes that organizational climate taps “individual or personal
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constructs, which may in the interests of organizational analysis be aggregated across
organizations in order to reveal conscious and shared perceptions of the organization’s
standards and expectations for behavior” (p. 89, italics original to author’s work).
Organizational climate is a related, but separate phenomenon from organizational
culture (Ott, 1989; Reichers & Schneider, 1990; Sparrow, 2001). Organizational culture
examines group understandings that represent ways of perceiving, thinking or feeling in
relation to group problems. Hence, culture is an organizational construct that is based on
explicit system-sanctioned behaviors (Sparrow, 2001). Schein (2004) defines
organizational culture as a pattern of shared basic assumptions that is considered valid
and used as a mechanism to perceive, think, and feel in relation to organizational
problems. Payne (1991) suggests that culture is focused on implicit beliefs, values, norms
and premises which underpin organization behavior. Yet, organizational climate is more
explicit and measures the distinctive patterns or regularities of behavior and the material
artifacts these produce.
Researchers have contributed to the literature by defining a set of dimensions
considered to be the most salient aspects of organizational climate (e.g., Campbell,
Dunnette, Lawler, & Weick, 1970; Denison, 1996; Likert, 1961; e.g., Likert, 1967;
Litwin & Stringer, 1968) Campbell et al. 1970). Litwin and Stringer (1968) argue that
climate encompasses both organizational conditions and individual reactions. They
defined organizational environments in terms of nine climate dimensions: structure,
responsibility, reward, risk, warmth, support and identity. Roldan et al. (2004) add that
organizational climate studies, in both social sciences and management, typically focus
on outcomes such as salary, promotions, and career aspirations. Guzman et al.
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(Forthcoming; 2004) suggest that the occupational climate of IT professionals is
characterized by the following: pride of restricted IT skills; high value of technical
knowledge; need for constant self reeducation in a continually changing environment;
extreme and unusual time demands; feelings of superiority relative to the IT user
community; high pervasiveness in non-work contexts (use of IT in leisure time); a typical
lack of formal work rules in the IT occupational setting; and finally, cultural forms such
as frequent use of technical jargon and social stigmatization as geeks or nerds. Yet, less
research has focused on connecting these outcomes to the perceptions that women hold
toward working in the IT workforce.

Organizational Climate and Gender in the IT Workforce

Roldan et al. (2004) believe that prior research on women in organizations
provides support that organizational climate is not gender neutral. For instance, Wajcman
(1998) states that “organizations are a crucial site for the ordering of gender and the
distribution of power … gender power pervades perceptions of merit, performance,
career choice, and authority” (p. 54). Echoing this argument, Valian (1998) explains that
perceptions or stereotypes of gender differences in society also shape norms existing in
organizational contexts regarding quality and quantity of work. Furthermore, Tapia et al.
(2004) add that the majority of recruitment and retention literature focuses on
assimilating women and minorities into the dominant organizational environment as
opposed to modifying existing values and perceptions within the organization. Ahuja
(2002) also posits that occupational climate will negatively influence women’s choice of
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and persistence in IT as a career if she perceives the climate to be an unwelcoming, maledominated, hostile environment.
Morgan (1998) adds that traditionally organizations have been dominated by what
he considers “masculine value systems.” He defines masculine value systems as systems
that tend to focus on logical, linear models of thought and action and the drive for results
even at the cost of network or community building. In addition, organizations are mainly
a man’s world in which women were often physically and psychologically marginalized
or excluded. As a result, smaller female networks may evolve and can possibly conflict or
create tension with the male power structures. Morgan argues that a shift is on the
horizon for organizations. Morgan adds that organizations with corporate climates that
are shaped around a feminine value system tend to be more “likely to balance and
integrate the rational-analytic mode with values that emphasize more empathic, intuitive,
organic forms of behavior” (p. 129). Furthermore, he says the evolution of flatter
organizations, which better cope with uncertainty and turbulence of modern
environments, typically reflect feminine qualities. Morgan concludes that this
development will contribute to a transformation of corporate climates away from
dominant influences of traditional masculine values.

Organizational Climate Summary

Over the last several decades, researchers have argued that in order to fully
understand career recruitment and retention decisions systematic analysis of internal
factors are not sufficient (e.g. Cable & Judge, 1996; R. G. Crepeau et al., 1992; Ginzberg
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& Baroudi, 1988; Ramakrishna & Potosky, 2003). Crepeau et al. (1992) state that
“studies are required to determine the extent to which the internal career orientations of
IS personnel found in this study match the external career options provided by
organizations” (p. 156). Yet, researchers have found that organizational climate is an
important indictor in career retention decisions and that this climate is not typically
gender neutral. Roldan et al. (2004) suggest that prior research on women in
organizations provides support that organizational climate is not gender neutral. In
addition, Morgan (1998) argues that most organizations have been dominated by what he
labels as “masculine value systems.” However, the nuanced ways in which organizational
climate is gendered or how this influences female career anchor alignment is less
understood. (See Table 3 for a detailed summary of organizational climate in
organizational behavior literature presented in alphabetical order by first author).

Table 3: Organizational Climate Literature

Reference
Derr et al. (1989)

Jiang et al. (1999-2000)

Litwin and Stringer
(1968)

Morgan (1998)

Roldan et al. (2004)

Connections

Conclusion & Contribution

Conducted several studies of internal
and external careers among IT
professionals.
Investigated how external career
options are defined by the extent an
organization provides support to the
internal career anchors.
They
defined
organizational
environments in terms of nine
climate
dimensions:
structure,
responsibility, reward, risk, warmth,
support and identity.
Conducted several studies of
organizational
behavior
and
organizational climate.

Argued that a central aspect of
external careers in need of additional
analysis is organizational climate.
Argued additional studies of internal
and external careers in the IT
profession is necessary.

Conducted a study of organizational
culture and climate in the IT

They found that climate encompasses
both organizational conditions and
individual reactions.

Concluded
that
traditionally
organizations have been dominated by
masculine value systems, although
shifts will be evident in the future.
Found that much less research has
focused on connecting these outcomes
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Reference

Tapia et al. (2004)

Connections

Conclusion & Contribution

profession and the influences
specifically on women in these
careers.
Conducted a literature survey of
research related to the recruitment
and retention of women and
minorities in the IT profession.

to the perceptions that women hold
toward working in the IT workforce.

Valian (1998)

Conducted a study of the role of
social structures in the outcomes of
organizational climate.

Wajcman (1998)

Conducted a study of the role of
social structures in the outcomes of
IT careers.

Concluded that the majority of
recruitment and retention literature
focuses on assimilating women and
minorities
into
the
dominant
organizational
environment
as
opposed to modifying existing values
and
perceptions
within
the
organization.
Found that perceptions or stereotypes
of gender differences in society also
shape norms existing in organizational
contexts regarding quality and
quantity of work.
Concluded that organizations and
organizational climate are not gender
neutral as gender inequalities in
society are replicated in the workplace.
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Career Satisfaction and Turnover Intention

It can be argued that the power of career anchor and organizational climate
research is the advancement of understanding about IT professionals’ attitudes and
behaviors with regard to recruitment and retention decisions. Recruitment and retention
decisions of IT professionals have been a source of concern for practitioners and
academics alike because of the implications for career satisfaction and turnover intention
(Griffeth, Hom, & Gaertner, 2000; M. Igbaria & Siegel, 1992; Niederman & Sumner,
2001; Porter & Steers, 1973). Career satisfaction refers to the extent to which an
employee has an affective orientation toward his or her career (J. Jiang & Klein, 19992000). Turnover intention is an employee’s stated intent to leave an organization.
Turnover intention does not measure actual turnover, but has been used extensively in
research and is considered one of the leading indicators of actual turnover (Wynne et al.,
2002). Igbaria et al. (1992) concluded in their analysis of turnover intentions that career
satisfaction is the most direct influence on turnover intentions among IT professionals.

Career Satisfaction and Turnover Intention in the IT Workforce

Although issues of career satisfaction and turnover intention are of concern to all
types of professionals, Moore et al. (2002; 2005) and Orlikowski et al. (1989) suggest
that IT professionals should be examined as a distinct occupational group. These authors
argue that IT professionals tend to experience several job alternatives in the marketplace,
exhibit lower levels of organizational citizenship, and operate in a professional
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environment that has been called a “turnover culture.”7 Consequently, additional research
is warranted that examines the values of IT professionals and how they perceive these
values are satisfied.
The growing body of career satisfaction and turnover intention literature among
IT professionals is extensive. In an attempt to organize prior literature in this domain, it
becomes clear that three aspects of career satisfaction and turnover intentions of IT
professionals have been researched. The first discourse tends to focus on individuals’
feelings about dimensions of the work and the work environment (Griffeth et al., 2000;
Moore, 2000; Moore & Burke, 2002). The second discourse tends to focus on feelings of
satisfaction (e.g. salary, promotions, supervisors, co-workers) (J. Baroudi, 1988; Magid
Igbaria & Baroudi, 1995; J. Jiang & Klein, 1999-2000; Niederman & Sumner, 2001). The
third discourse tends to focus on demographic differences (e.g. gender, age, and tenure)
(Ahuja, 2002; e.g. M. Igbaria & Siegel, 1992; Sumner & Werner, 2001; Wynne et al.,
2002).
In a slightly different approach, several researchers have conducted meta-analyses
of career satisfaction and turnover intention research of IT professionals. Joseph et al.
(2005) conducted a recent meta-analysis of IT retention and turnover literature. They
concluded that five categories of factors significantly influence employee intentions to
leave the IT workforce: work attitudes, personal attributes, job content factors,
organizational factors, and environmental factors. Likewise, Griffeth et al. (2000) also
conducted a meta-analysis of turnover intention. They concluded that six categories of
factors significantly influence employee intentions to leave the IT workforce: personal

7

Turnover culture denotes an occupational culture where it is the norm for IT professionals to have a strong
tendency to leave a current employer to work for another organization.
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characteristics, satisfaction with job facets, work experiences, environmental factors,
behavioral predictors, and cognitions and behaviors.
In an attempt to increase career satisfaction and reduce turnover intention in the
IT workforce, career anchor alignment has been frequently used with IT professionals to
examine the impact of work values on outcomes of career satisfaction and turnover
intention (Hsu et al., 2003; J. Jiang & Klein, 1999-2000; J. J. Jiang et al., 1995;
McMurtrey, Grover, Teng, & Lightner, 2002). Likewise, Cable and Judge (1996) and
Judge and Bretz (1992) suggest that employees are attracted to jobs and work
environments that are compatible with their work-related values and preferences for job
attributes. McMurtrey et al. (2002) argue that factors shown to influence career
satisfaction and turnover intention include the organizational climate and values that an
individual perceives as important to their career. The authors call for additional research
that examines the fit between dominant career anchors and organizational attributes as a
way of increasing career satisfaction. Furthermore, Jiang et al. (2001) remark:

“It is also well known that certain internal anchors play a role in predicting
the career satisfaction of information systems (IS) professionals.
Researchers have speculated on the influence of external opportunities on
career satisfaction, but none have empirically tested that premise that both
internal and external anchors better predict the career satisfaction of IS
professionals” (p. 31).
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Despite the growing body of career satisfaction and turnover intention literature,
in both general management discourses and IT professional specific discourses,
researchers argue that additional research is necessary. Siders et al. (2001) explain that
individual career satisfaction and turnover intention are complex, multifaceted constructs
that vary in conceptualization, and hence require rigorous investigations. In addition,
Joseph et al. (2005) conclude that much of the work attitude literature about career
satisfaction focuses on employee evaluation of the job as opposed to explicitly
investigating their needs and motivations. As a result, it is specifically IT employees’
values, needs, motivations and perceptions that are considered in this research. Therefore,
there is a need to focus on career satisfaction and turnover intention that is central in
studies of career anchors and organizational climate.
Researchers have reported mixed results about the relationship among career
anchors, career satisfaction and turnover intention. Igbaria et al. (1995) found that four
career anchors were significantly correlated with career satisfaction, yet they caution that
“the relationships are quite small (the largest correlation was 0.21) and probably have
little practical significance” (p. 149). Wheras, Jiang et al. (1999-2000) found all of the
career anchors had a positive relationship with career satisfaction except the autonomy
anchor. They also found the variety and service career anchors were significantly related
to career satisfaction. With regard to individuals with multiple career anchor alignments,
Ramakrishna et al. (2003) found evidence of multiple career anchors for a given IT
professional. They did not find any significant differences in career outcomes between
individuals with one dominant career anchor and individuals with multiple career
anchors.
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Researchers have reported mixed results about the relationship between career
anchors and career satisfaction and turnover intention when accounting for the job setting
and career stage. For example, Igbaria et al. (1991) found that employees whose career
anchors were compatible with their job setting reported high career satisfaction, and low
intentions to leave their organization. Yet, Wynne et al. (2002) were unable to find
support that IT professionals whose job type and career anchor were compatible would
report lower turnover intention than those whose career anchor and job type were
incompatible. Building on this work, Hsu et al. (2003) empirically investigated the
combined relationship between career stage (apprentice, colleague, mentor and sponsor)
and career anchors on IT professionals’ career satisfaction. The authors found a
relationship between career satisfaction and career stage, but weaker relationships with
career anchors to career satisfaction.
Researchers have also concluded that the occupational environment influences
career satisfaction and turnover intention. Agarwal et al. (2000) argue for more in-depth
studies that include investigations of both individual and organizational factors.
According to Agarwal et al. (2000):

“To the extent that a career anchor represents and individual disposition, it
would not be surprising to find that individuals who are in an employment
situation where the inducements offered are inconsistent with their career
anchor will tend to withdraw from the situation and exhibit negative
behaviors such as absenteeism and turnover” (p. 161).
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Feldman et al. (1996) and Jiang et al. (1999-2000) found that if there is not a fit between
an individual’s career anchor and his or her job environment then job dissatisfaction and
turnover is more likely to result.
Researchers have also argued that knowledge about career anchors and
organizational climate can be used by organizations to restructure jobs in order to
respond to employee needs. Hsu et al. (2003) and McMurtrey et al. (2002) conclude that
there is general consensus that organizations who satisfy employee career anchors needs
typically have higher levels of career satisfaction and lower levels of turnover intent.
Jiang et al. (1999-2000) concluded from a study of 100 IT professionals that higher levels
of career satisfaction can be found in an organization if an adequate range of
opportunities that satisfy career desires exist. Igbaria et al. (1991) also reported that
employees whose career anchors are compatible with their jobs have higher career
satisfaction levels and lower intentions to leave an organization than those who report
incompatible career anchors with their jobs. Hence, prior research suggests that internal
career desires must be satisfied and that organizations must attempt to provide work
conditions that match underlying career anchors (Ginzberg & Baroudi, 1988; J. Jiang &
Klein, 1999-2000).

Career Satisfaction, Turnover Intention and Gender in the IT Workforce

Researchers have investigated the differences between men and women in terms
of career satisfaction and turnover intention. Thus far the results have been inconclusive
according to researchers (Ahuja, 2002; Hsu et al., 2003; M. Igbaria & Chidambaram,
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1995; M. Igbaria & Greenhaus, 1992; Riemenschneider, Armstrong, Allen, & Reid,
2006; Sumner & Werner, 2001). Baroudi and Igbaria (1995) found that on the one hand
men in their study had a higher intention to leave their jobs than women in their study,
despite factors such as age, tenure, and education. On the other hand, Igbaria and
Chidambaram (1995) reported gender differences in career satisfaction and turnover
intention. They found that women in their study were in lower positions, were paid less
than their male counterparts, and had fewer opportunities to interact with others outside
their departmental boundaries. Likewise, Thatcher et al. (2002-2003) found that gender
was highly correlated with turnover intention. More specifically they found that women
in their study were more likely than men in their study to leave the IT workforce.
Furthermore, Gallivan (2003) found that gender was unrelated to turnover intention.
Researchers have concluded that women face a number of challenges in the
workplace that can negatively impact their career satisfaction and increase their turnover
intention (Ahuja, 2002; Hsu et al., 2003; M. Igbaria & Chidambaram, 1995; M. Igbaria &
Greenhaus, 1992; Sumner & Werner, 2001). Sumner and Werner (2001) found that
women in their study reported low levels of career satisfaction based on lack of
challenging work and the inability to progress pass a glass ceiling in the workplace. Riley
and Wrench (1985) report that women who have one or more mentors experience greater
job success and job satisfaction than women who do not have a mentor. The authors add
that given the lack of female role models and mentors in the IT workforce, women
frequently face challenges identifying and building these types of relationships. Ahuja
(2002) argues that social and structural factors shape women as the primary domestic
caregivers. She suggests that work-life balance issues are linked with female career
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satisfaction and turnover intention. She adds that as a result this social role is negatively
associated with work-life balance and the choice of IT as a career or persistence in the
field.

Career Satisfaction and Turnover Intention Summary

In summary, low career satisfaction and high turnover intention rates of IT
professionals have been a source of concern for practitioners and academics alike. There
is a growing body of career satisfaction and turnover intention literature of IT
professionals. (See Table 4 for a detailed summary of career satisfaction and turnover
intention in organizational behavior literature presented in alphabetical order by first
author). Yet, researchers argue that additional investigations about career anchors and
organizational climate are necessary. First, researchers have reported mixed results about
the relationship between career anchors and career satisfaction and turnover intention.
Second, researchers have concluded that the occupational environment influences career
satisfaction and turnover intention although specifics are not well understood. Finally,
researchers have also argued that knowledge about career anchors and organizational
climate can be used by organizations to restructure jobs in order to respond to employee
needs.
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Table 4: Career Satisfaction and Turnover Intention Literature

Reference

Connections

Conclusion & Contribution

Agarwal et al. (2000)

Their findings show that individual
career motives influence turnover
intentions and by default retention.

The authors argue for additional
studies that juxtapose individual career
motives with the organizational
context.

Ahuja (2002)

A model of barriers faced by women
in the IT workforce is presented and
implications for turnover are
provided.

Suggested that social and structural
factors as well as their interactions
will result in turnover of women in IT.

Hsu et al. (2003)

Extended previous studies by
empirically
investigating
the
combined
relationship
between
career stage and career anchors on IT
professionals’ career satisfaction.

Found a relationship between career
satisfaction and career stage, but
weaker relationships with career
anchors and career satisfaction.

Igbaria et al. (1991)

Investigated career anchors among IT
professionals and the implications for
career satisfaction and turnover
intention.

Found that employees whose career
anchors were compatible with their job
setting
reported
high
career
satisfaction, and low intentions to
leave their organization.

Igbaria et al. (1995)

Examined the role of gender on job
performance
evaluations,
job
performance attributions, and career
advancement prospects for IS
employees. The results show that
there are no significant gender
differences in job performance
ratings. However, women in their
study are perceived to have less
favorable chances for promotion than
men.

This article was one of the first studies
to consider gender differences in
career
anchors
among
IT
professionals. They found that several
career anchors were significantly
correlated with career satisfaction.

Jiang et al. (1999-2000)

Investigated how career anchor
alignment and supervisor support
impacts career satisfaction.

Found all of the career anchors had a
positive relationship with career
satisfaction except the autonomy
anchor. They also found the variety
and service career anchors were
significantly
related
to
career
satisfaction.

Joseph et al. (2005)

Conducted a meta-analysis of career
satisfaction and turnover intention
literature.

Concluded
that
additional
investigations of individual employee
needs and values are necessary.

Ramakrishna et al.
(2003)

Conducted
an
analysis
of
conceptualization of career anchor
alignment and how these factors
interact with career decisions.

No significant differences in career
outcomes between individuals with
only one dominant career anchor and
those individuals with more than one
anchor.
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Reference
Wynne et al. (2002)

Connections

Conclusion & Contribution

Conducted an investigation of career
anchors and turnover intent among
IT professionals in the U.S. air force.

They did not find support that IT
professionals whose job type and
career anchor were compatible would
report lower turnover intention than
those whose career anchor and job
type were incompatible.

Summary of Organizational Behavior Literature

Recently, researchers have embraced organizational theories that account for the
dynamic nature of today’s workplace and workers (Bonner, 1997; Bridges, 1994). These
approaches typically stress the importance of investigations that include analysis of both
internal careers and external careers. Further, researchers have suggested that additional
systematic analysis of the IT workforce is necessary to determine the extent to which the
internal career orientations of IT personnel match the external career options provided by
organizations (R. G. Crepeau et al., 1992; Ginzberg & Baroudi, 1988; Ramakrishna &
Potosky, 2003).
Consequently, the last several decades has seen a rise in research investigating
career anchors and organizational climate and the impact on career satisfaction and
turnover intentions. Yet, these studies have produced results that are mixed and have not
reached a clear consensus. With regard to career anchors of women in the IT workforce,
research results have been inconsistent and conflicting. In addition, these studies tend to
categorize women into a single group or do not address issues of gender stratification in
the IT workforce. Yet, research on organizational climate has suggested that these factors
significantly affect women’s participation and employment outcomes. Researchers have
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also reported mixed results about the relationship between career anchors and
organizational climate and the implications for career satisfaction and turnover intention.
Understanding these varied results is challenging when the purpose of the
investigation is to address the under representation of women in the IT workforce. Adam
et al. (2002) stress the importance of theory selection in order to understand and
investigate the gender dimensions being considered in the IT workforce. Therefore,
selecting a robust theoretical perspective is critical in order to understand and formulate
recommendations that address the IT gender gap. Given this rationale, studies of career
anchors and organizational climate that are directed at the understanding of the under
representation of women in the IT workforce must account for multiple dimensions of
human behavior through the selection of appropriate gender theory.
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CHAPTER 3: THEORETICAL FOUNDATIONS OF GENDER AND IT
RESEARCH

Chapter 3 reviews relevant literature and theoretical foundations of gender and IT
research in which the current study is situated. Three collections of theoretical
perspectives have typically been used to investigate gender stratification in the IT
workforce: essentialism, social constructionism, and individual differences. Essentialism
dichotomizes gender based on the assumption of the existence of significant inherent
differences between men and women. Social constructionism focuses on the social
construction of IT as a male domain that is interpreted as incompatible with the social
shaping of a female identity. Individual differences, and in particular the individual
differences theory of gender and IT, focuses on variation among women as they relate to
the needs, pressures, attributes and characteristics of IT work and the IT workplace.
The review in this chapter is presented in three sections: 1) essentialism; 2) social
constructionism; and 3) individual differences. The purpose of reviewing the gender and
IT discourses mentioned above is to consider the role of theory selection in investigations
of women in the IT workforce. This discussion will include the argument that
essentialism and social constructionism do not provide the analytical robustness required
to fully understand and interpret the under representation of women in the IT workforce.
Rather, an argument will be made that a hybrid theory – the individual differences theory
– can significantly contribute to the reconfiguration of analytical knowledge of the IT
gender gap and spur innovative management policies in response.
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Essentialism

Essentialism is the belief that people have properties that are essential to their
composition. In this sense, all members of a particular demographic group (e.g. gender,
race, sexual orientation) share common and finite characteristics. Wajcman (1991) argues
that essentialism with regard to gender is based on the concept that fixed, unified and
opposed female and male natures are primary components in understanding human
actions. Hence, at the core of essentialism is the belief that since men and women are
inherently different in their physical bodies, they are also different in the ways in which
they act, behave and think. Marini (1990) adds that this frequently leads to the
assumption that biological features can be used to explain other observed differences
between men and women. Thus, DeCecco et al. (1993) explain that biological
characteristics constitutes the primary influencing factor influencing human behavior,
thereby minimizing the effects of culture or social shaping.

Essentialism in Gender Research

Essentialist researchers primarily attribute differences between men and women
to biological and/or psychological factors. Pease et al. (2000) argue that in the huntergather period of human history men were responsible for filling a hunter role, whereas
women were responsible for filling the gather and childrearing role. The authors believe
these historical responsibilities have influenced today’s men and women. They state:
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“Over the millions of years, the brain structures of men and women thus
continued to change in different ways. Now we know the sexes process
information differently. They think differently. They believe different
things. They have different perceptions, priorities, and behaviors” (pg. 4).

Likewise Moir et al. (1991) argue:

“The sexes are different because their brains are different. The brain, the
chief administrative and emotional organ of life, is differently constructed
in men and in women; it processes information in a different way, which
results in different perceptions, priorities and behaviour” (pg. 5).

An essentialist belief of gender is based on the assumption that biological
differences exist between women and men, which make them different in terms of ability,
personality and interests. Ratliff (2005) and Thorne (1993) argue that those who
subscribe to essentialist thought tend to view men as strong, aggressive, violent, brave,
logical, disciplined, lustful, and independent. Whereas women are viewed as weak,
passive, gentle, cowardly, emotional, lacking self-control and stamina, lacking in sexual
appetites, and highly invested in their relationships with others.
Given these perceived differences, Fisher (1999) argues that men and women
have inherent differences in the ways in which the brain works because of developmental
and structural differences, chemical differences, hormonal differences, functional
differences and differences in processing emotion. Moir et al. (1991) argue that
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differences in male and female brain organization lead to differences in the efficiency
with which they perform certain tasks. They add that they believe these factors cause
differences in sensory perceptions, cognitive abilities, learning styles and personal
aspirations between men and women.
Essentialist researchers argue that biological differences between men and women
affect sensory perceptions. For instance, Moir et al. (1991) and Browne (1999) argue that
women have a stronger sense of sight and sound than men. Pease et al. (2000) add that
women have two X chromosomes, giving them stronger cone vision and color depiction.
The authors further explain that women have wider peripheral vision, yet men have
longer range tunnel vision. In terms of sound, Pease et al. (2000) assert that women have
superior sensitivity in differentiating tone changes in voice volume and pitch, whereas
men are stronger at determining sources of sound.
Essentialist researchers believe that biological differences between men and
women also affect cognitive abilities. Halpern (2000) argues that the female brain is
slightly smaller than the male brain, but studies show this to have no significance on a
woman’s brain performance. She reports that, on average, a man has approximately four
billion more brain cells than a woman, but women typically test around three percent
higher in general intelligence. Nevertheless, Brennan (1998) argues that male and female
brains are different in the ways they process information. For instance, Browne (1999)
argues women have a more contextual view and focus on multiple tasks at a time,
whereas, men focus on a single task at a time. Hence, women seek connections and men
seek rank. Gurian et al. (2001) argues that women have better memories, yet men have
stronger visual-spatial abilities.
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Essentialist researchers argue that biological differences between men and women
also effect communication styles. Pease et al. (2000) argue that men have fewer areas of
the brain devoted to speech function as compared with women. As a result young boys
develop verbal abilities much slower, whereas young girls are better at grammar,
punctuation, and spelling. Hapern adds that women have more gray matter than men,
which is the location in the brain that does its computational work. Hence, Pease et al.
(2000) and Hapern (2000) argue that women make better communicators than men.
A number of feminist researchers have contributed to the essentialism discourse
through articulation of the notion that a unique and unchanging feminine essence exists
above and beyond cultural conditioning (e.g. Crosby, 1991; Gilligan, 1977, , 1982;
Donna Jeanne Haraway, 1989; Loden, 1985). Haraway (1989) conducted feminist
essentialism investigations with her observations of baboons in the wild. In doing so, she
undermined many theories of social dominance by demonstrating the male bias in
primatology. Perhaps the most well known feminist essentialism scholar is Carol Gilligan
and her work with what she considers female innate talents and characteristics (1977;
Gilligan, 1982). Gilligan argues that women have a stronger innate ability to
communication and care more about societal wellbeing than men do. She believes that
thus far women have not succeeded in the private sector because they have to compete in
a male defined culture. Crittenden (1999) adds that:

“While we now recognize that women are human, we blind ourselves to
the fact that we are also women. If we feel stunted and oppressed when
denied the chance to realize our human potential, we suffer every bit as
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much when cut off from those aspects of life that are distinctly and
uniquely female” (pg. 22).

Loden (1985) argues that women in management should focuses on ‘female’ strengths
which are rooted in biology. In doing so, the author argues against women conforming to
male behaviors, but rather learning how to develop their ‘natural’ skills to benefit
themselves and their organizations. She adds that developing these skills will not replace,
but rather complement the traditional male approach to managing.

Essentialism in Gender and IT Research

Some researchers (Ratliff, 2005; Londa Schiebinger, 2000; Trauth, 2002, , 2006;
Judy Wajcman, 2000) argue that essentialism uses biological differences between the
sexes to explain differences in male and female relationships with IT. Consequently,
these essentialism studies generally conclude that men relate to technology in a differing
and opposing way from that of women. For instance, Gefen and Straub (1997) argued
that men and women inherently differ in their perceptions and use of email. The authors
came to this conclusion by extending the technology acceptance model (TAM) to account
for differences by gender. The authors recommended that new and different
communication environments, media and training programs should be created for men
and women in order to account for gender differences. In addition, Venkatesh and Morris
(2000) also utilized TAM to demonstrate how gender is a moderator of technology
adoption. Their research examined the differences between women and men in terms of
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abilities, traits, and psychological constructs. The authors concluded that women and men
process information and make decisions about technology usage in very different ways.
Therefore, they recommended that managers implementing new technologies consider
acceptance and usage needs as applicable by gender. Finally, Venkatesh et al. (V.
Venkatesh, Morris, & Ackerman, 2000) investigated how gender differences influence
technology adoption and sustainability. The authors recommended that marketing and
training should account for these differences by emphasizing productivity-enhancement
factors (i.e. usage) for men and balanced factors (i.e. support and claims by peers) for
women.
Essentialist researchers argue that biological differences between men and women
play a role in occupational career choice. Crosby (1991) explains that in the eighteenth
century, philosophers such as Immanuel Kant and John Locke argued under the theory of
“natural law” that the social division of the sexes was justified by the natural differences
between male and female bodies. At that time scientists studying the male and female
bodies concluded that male skulls were typically larger than female skulls and female
pelvises were typically larger than male pelvises. As a result, men were considered to be
best suited for politics, business, and public life in general, whereas women, whose
smaller skulls presumably indicated lesser intelligence, were best suited to bearing
children and tending to the home. Pinker (2002; 2003) also remarks that the lack of
women in technical careers could be due to biological differences in average
temperaments and talents. These assumptions can be particularly problematic in the study
of gender stratification in careers given sentiments expressed by Moir et al. (2000) who
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argue that “women should contribute their specific female gifts rather than waste their
energies in the pursuit of a sort of surrogate masculinity” (pg. 7).
Differences in occupational career choices between men and women have also
been attributed to differences in testosterone and estrogen levels (e.g. Gurian, 1996, ,
2002; Maccoby, 1998). For instance, Pease et al. (2000) argue that testosterone enhances
spatial ability and aggressiveness. As a result, men are predisposed to be harder workers
than women. If a woman has a successful career, the authors argue this is because she has
a higher level of testosterone than most women. Pease et al. (2000) contend that estrogen
and progesterone give women parental and nurturing feelings, which encourage women
to have children. Tannen (1991) adds that women seek to care for others over themselves,
and are more focused on the future, whereas men look to achieve and accomplish rather
than explore and discover. Furthermore, Baron-Cohen (2003) argues that:

“The female brain is predominantly hard-wired for empathy. The male
brain is predominantly hard-wired for understanding and building
systems” (pg. 1).

Much of the analysis of gender and career anchors in the IT workforce conducted
in the late 1980s and early 1990s adopted an essentialism theoretical perspective. The
majority of these studies is based in survey research and implicitly assumes a malefemale dichotomy and/or conflates sex with gender. As Trauth (2006) explains, this type
of research can be labeled implicit-theoretical research in that no particular gender theory
is articulated, nevertheless, is guided by a theory-in-use about assumed inherent
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differences between male and female relationships with IT. For instance, Ginzberg and
Baroudi (1988) conducted a meta-analysis of career orientations of IT professionals. In
their analysis they did not unpack the concepts of male and female, but rather treated men
and women as two distinct categories of study. In addition, Igbaria et al. (1991)
conducted a study of 464 IT employees and used gender as a “dichotomous variable” in
their survey. Once their analysis was conducted they argued:

“The data show that career orientation was unrelated to age, education,
marital status, and tenure in the job, the organization, and the MIS field.
However, career orientation was significantly related to gender. … A
higher percentage of men than women were technically oriented, whereas
a higher percentage of women than men were lifestyle oriented” (pg. 158).

Unfortunately, the use of an essentialism perspective of men and women did not allow
for additional analysis of the data. For example, the following questions were not
explored: 1) Of the women who identified as lifestyle oriented, were they heterosexual,
married women with children; 2) If so, how old were their children; and 3) Did they have
a partner arrangement that did not allow for a split in domestic responsibilities? Many of
these contextual questions are left unanswered and the analysis is limited to biological
difference between men and women to explain research findings.
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Essentialism Summary

In summary, essentialism uses biological differences between the sexes to explain
differences in male and female relationships with IT. Consequently, these studies
generally conclude that men relate to technology in a differing and opposing way from
that of women. This proposition is problematic for gender and IT research generally, and
gender and career anchors research specifically for several reasons. First, researchers
have argued that essentialism places too much focus on psychology rather than
examining individual gender characteristics that may vary within a gender group. Ridley
(2003) states that “we think a behavior may have a genetic basis, as tending no doubt
does [such as a mother’s tending to her children], we can unthinkingly exaggerate
biology’s importance” (pg. 5). Hence, essentialism does not account for the influence of
context because it adopts a determinist perspective about gender behavior and attitudes
(Adam, Howcroft, & Richardson, 2001; Trauth, 2002; Trauth, Quesenberry, & Morgan,
2004).
Researchers

have

also

criticized

essentialism

because

the

perspective

dichotomizes males and females by relying on stereotypical characteristics, which
frequently leads to damaging prejudicial outcomes (Trauth, 2002; Trauth et al., 2004).
Although some argue that biological differences could be useful in science, they argue
that essentialism is typically biased on a male dominated perspective. For instance,
Bederman (1995) suggests that history about gender and race is largely based on “fiction”
that centers on white male dominance. He uses the term “fiction” to highlight his belief
that history is frequently based on the perspective of a dominate group, rather than
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absolute fact or truth. Bederman adds that increasingly women are being cultivated and
valued, but historically they have been neglected and denigrated by the dominant
intellectual ethos of our time.
Researchers have also criticized essentialism because research recommendations
typically suggest that men and women should be treated differently with regard to IT and
employment in the IT workforce. Hence, it could be concluded that there should to be
two different IT workforces: a female IT workforce and a male IT workforce. Thus,
Trauth (2002) has said that essentialist “policies for addressing the gender imbalance
would focus on assumed inherent differences between women and men and the equality
issue would focus on ‘separate but equal’”(p. 101). This ‘separate but equal’ ideology can
be very problematic given the difficultly in creating and maintaining equality between
spheres.

Social Constructionism

The phrase “social construction” was first introduced by Berger and Luckmann’
in their book The Social Construction of Reality (1966). Berger and Luckmann’s central
concept is that social systems are based on actors whose interactions eventually develop
into habitualized norms and roles. Over time these interactions become institutionalized
and hence, meaning is embedded in individuals and society. They argue that social
constructionism can be characterized by positioning the perspective against essentialism
views it generally opposes. In this vein, Engler (2004) remarks that social
constructionism generally stands against essentialism, realism and naturalist perspectives.
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In doing so the perspective emphasizes historical and cultural specificity of knowledge
while focusing on interaction and social practices. Burr (1995) adds that social
constructionism takes a ‘nurture’ perspective and argues that human actions cannot be
fully understood by biological factors assumed with a ‘nature’ perspective. Rather they
must be explained from a socio-cultural formation perspective and on the basis of power.

Social Constructionism in Gender Research

At the core of the social constructionism of gender is the notion that what it
means to be male or female is constructed at a social level and is culturally variable.
Consequently, as Barker and Aspray (2006) explain, the concepts of male and female are
not genetically inherent in an individual or defined and enacted in the same way across
each group. In addition, Tracy (2002) argues that the concept of being male in a social
group is opposite from the concept of being female in the same group. She explains that
this is because each gender group informs and defines the other group through opposing
roles and behaviors. Christie (2004) adds that this gender identity affects group
expectations about the types of activities an individual will, should and can participate in.
Social constructionism is also supported by the existence of cross-cultural
variation in gender role differentiation and stratification. More specifically, social norm
variations by country provide a counter example to essentialism and the argument that
biological differences fully account for differences between men and women. For
instance, Walby (2002) stresses that a woman’s experience in the workplace depends on
social location in terms of region and demographics. Alsop et al. (2002) adds that the
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division of labor in the public sphere is dependent upon cultural understandings of men
and women being different and thus more suited to different types of work. In addition,
Wajcman (1991) discusses how the “gender regime” becomes transformed throughout
history. She explains that in the last half century women have taken on more roles in the
public sphere (e.g. the workplace) and have gained more freedom/flexibility in the private
sphere (e.g. the home). Likewise, Chodorow (1978) argues that shifts in social
expectations also allow for men to take on a more domestic roles in the home and with
their families.
Cockburn and Ormrod (1993) also argue that employment segregation, or division
of labor by sex, differs by culture and society and changes over time. They maintain that
gender stratification is not static, but rather is constantly constructed and reconstructed
through individual and collective action. For instance, Marini (1990) highlights the labor
force differences between communist and democratic societies and the changes in the
gender segregation in the U.S. labor force during World War II. Steiger and Wardell
(1995) also explain that changes in skill structure of the service sector from 1950 to 1990
created a more inclusive workforce for women. These historical and cross-cultural
variations in gender role differentiation and stratification demonstrate that female absence
or presence in male-dominated careers is due to social constraints rather than biological
forces. As a result, social constructionism is an alternative to the essentialism perspective
in that it argues that human outcomes cannot be fully understood by biological factors.
Alsop et al. (2002) argues that social construction of gender can be divided into
two main types of theoretical perspectives. The first type of perspective places emphasis
on gender identity as it is constructed by social institutions and structures (e.g. paid work,
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marriage, family, patriarchy embedded in legal and political systems, etc.). The second
type of social construction perspective places emphasis on gender as it is produced by an
individual’s exposure to discourses (e.g. media, relationships, etc.). Foucault (1972)
defined discourse as the way things are represented or as “the interplay of the rules that
make possible the appearance of objects during a given period of time” (p. 33). Rabinow
(1984) argues that Foucault’s discourse perspective is useful in understanding the
relationship between knowledge and power by examining their embedded representations
in social practices and institutions. Alsop et al. (2002) add that analysis from both aspects
is necessary in order to fully explain gendered positionality in terms of social
organizations and interconnectedness of individual subjectivities.
Much of the social constructionism research can be considered feminist research
based upon the criteria set forth by Kvasny et al. (2005). First, much of the research
challenges hegemonic dominance, legitimacy and appropriateness of positivist
epistemologies as the primary approach to research. Rather, the majority of social
constructionism studies tend to use an interpretive epistemology to understand the
subjective perspectives of the people under study (e.g. Adam & Richardson, 2001;
Kvasny, 2003; Sue Nielsen, von Hellens, & Wong, 2000a; L. von Hellens, Nielsen,
Doyle, & Greenhill, 1999; Wilson, 2004). In addition, social constructionism research
tends to understand people from the margins or a minority perspective. In this vein, a
number of researchers have used their power to challenge hierarchies and to critique
dominate discourses (Cockburn & Furst-Dilic, 1997; D. Haraway, 1997; L. Schiebinger,
1999; J. Wajcman, 1991; Whyte, 1943).
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Social Constructionism in Gender and IT Research

Social constructionism has also played an important role in the study of the
relationship between gender and IT. Berger and Luckmann (1966) argue for societal
factors, instead of biological forces, as the primary constructs that shape individuals.
Their thinking has also been applied to humans and their relationships with technology.
Along these lines, Cockburn (1992) argues that technologies themselves become
gendered. In doing so, Wajcman (1991) adds that this gendering of technology is a result
of the context of their production which causes them to embody “patriarchal values” (pg.
17). Trauth et al. (2007) explain that the influence of societal factors, rather than
biological forces, are the primary constructs that shape individuals and their relationships
with technology.
Marini (1990) adds that social constructionism assumes that there is no
universally male or female qualities, but emphasizes that within the IT workplace certain
cultural characteristics are gathered on the basis of gender. In this sense, the IT workplace
is deemed a ‘male’ domain rather than ‘female.’ As Wajcman (1991) states “it is evident
that men identify with technology and through their identification with technology form
bonds with one another” (pg. 141). The presumption that women lack technical
competence is not merely a sex stereotype but “does indeed become part of feminine
gender identity” (pg. 155). Building on this argument Wajcman suggests that a major
reason that most programs designed to encourage women to pursue technical careers have
failed is that women are actively resisting these careers because of the implications for
their feminine identities. Furthermore, Walton (1986) adds that scientific industries are
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typically dominated by men, most of its practitioners are men and it is said to have a
masculine image. Therefore, if a woman enters the industry she is seen as ‘stepping out
of line’ in terms of societal expectations.
Hence, women must ‘masculinize’ themselves in order to integrate in the
workforce or challenge the cultural system and attempt to ‘feminize’ the workforce.
Cockburn (1983; 1988) argues that technology in the workplace has caused a
reorganization of a gendered division of labor that has the technology in the control of
men and maintained the definition of skilled work as men’s work and unskilled work as
women’s work. van Zonnen (1992) also highlights the tendency to associate certain skills
and knowledge as typically male or female:

“It is argued that technology, computer technology in particular, is anchored in
values that most societies consider to be the preserve of men: objectivity,
progress, rationality, productivity and competition. Care, emotionality, intuition
and co-operation – features usually ascribed to women – are said to be at odds
with the premises of technology. As a result women often find themselves
excluded from the design, production, application, and use of technology, leaving
its male bias unchallenged” (pg. 16).

Wilson (2004) adds that masculinity is generally associated with intellect, logic,
scientific, hard technical skills, whereas femininity is associated with intuition, emotion,
social, soft technical skills. These gendered spheres mutually construct views of skills
and technology, including allocation of skill labels, status, prestige, skill rewards and

64

organization of work. Wajcman (1991) adds that “qualities associated with manliness are
almost everywhere more highly regarded than those thought of as womanly” (p. 9).
These studies typically suggest two types of recommendations for addressing the
IT gender gap (Trauth & Quesenberry, 2007). First, is to assimilate women into IT
education and professions by helping them to fit into a male domain (e.g. Sue Nielsen et
al., 2000a; e.g. S Nielsen, von Hellens, & Wong, 2001; Pringle, Nielsen, von Hellens, &
Parfitt, 2000; L. A. von Hellens, Nielsen, & Trauth, 2001). For instance, Nielsen et al.
(2000b) conducted an investigation of learning organizations and found that the learning
environment influences subsequent skills development. The authors recommend that
masculine values of learning organization be expanded, so that female students can
negotiate the environment. In addition, Joshi et al. (2003) found that negative stereotypes
of the IT workforce permeate images and conceptions held by both men and women and
do not fade away once they are informed about IT careers. As a result, the authors
recommend that actions be taken to remove or reduce the pervasiveness of negative
stereotypes of the IT workforce. Furthermore, Joshi and Kuhn (2001) discuss the role of
career anchors in IT career choice among female undergraduate students. They
recommend raising the awareness and appeal of IT as a career option among women,
specifically in terms of improving self-efficacy, and changing attitudes about normative
beliefs.
The second recommendation focuses on the call to reconstruct the world of
computing to become more of a “female domain” (e.g. Spender, 1995; e.g. Webster,
1996). Messerschmidt (2004) believes that workplaces and occupations are themselves
gendered and attempts should be taken to reshape occupations to be more inclusive of
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women. For instance, Balcita et al. (2002) found that the under representation of women
in the IT workforce creates a lack of female mentors and role models. As a result female
professionals are typically disappointed if searching for support from female mentors,
role models or social support groups. Hence, the authors recommend efforts be taken to
produce additional female mentors and role models. Several researchers (e.g. J. J. Jiang et
al., 1995; Sumner & Yager, 2004; e.g. Sumner et al., 2005) have also recognized that
female career anchor alignment and characteristics of the IT workforce do not always
coincide. These authors typically recommend developing management and/or human
resources policies that greater accommodate diverse employee needs.
Much of the analysis of gender and career anchors in the IT workforce conducted
in the late 1990s and early 2000s utilized a social constructionism perspective. In doing
so, the majority of these studies are based in a combination of survey research and
interviews. The studies typically assume a male-female dichotomy, but attempt to unpack
the gender notions of male versus female. As Trauth (2006) explains this type of research
can be labeled insufficient-theoretical research in that an argument is typically made for
social constructionism theories, yet in doing so, the perspective does not fully account for
the variation in female behavior. For instance, Suutari and Taka (2004) found that a
number of women in their study were aligned with a lifestyle career anchor. Yet, upon
further examination they found that the majority of these women came from a Finnish
background. According to Hofstede (1984), Finland is a feminine society in which social
relationships and the family-life are valued above competitiveness and the accumulation
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of material wealth.8 The authors then extended their analysis to recognize that both men
and women from Finland in their study were strongly aligned with a lifestyle career
anchor. Yet, the authors were not able to determine characteristics other than cultural
background that may account for differences within gender groups

Social Constructionism Summary

In summary, social constructionism takes a ‘nurture’ perspective and argues that
human actions cannot be fully understood by biological factors; rather they must be
explained from a socio-cultural formation perspective and on the basis of power. As a
result, social constructionism recognizes that there is no universally male or female
qualities, but emphasizes that within the IT workplace certain cultural characteristics are
gathered on the basis of gender.
Although social constructionism has been used in the majority of literature on
gender and technology (e.g. Adam, 1994; Cockburn, 1991; e.g. L. A. von Hellens et al.,
2001; J. Wajcman, 1991), it has also been criticized in literature for a variety of reasons.
First, DeCecco and Elia (1993) argue that the perspective under emphasizes the role of
consciousness and intention of women. Second, Trauth (2002; 2006; Trauth &
Quesenberry, 2005, , 2007) argues that the shaping of beliefs about gender in a social
constructionism perspective operates at a group level, and hence explains the choices of
all men or women in the same ways. This focus on monolithic societal messages makes it
challenging to investigate the diversity that exists within people. Finally, a social
8

Hofstede (1984) developed various frameworks for analyzing culture within in a country. One such
framework is masculinity versus femininity scale, which analyzes the values a country places on
stereotypically male versus female qualities.
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constructionism perspective typically views men and women as having different and
opposing socio-cultural characteristics. Hence, it can end up essentialising gender as well.
Trauth (2002) has argued, that this can be problematic because “the message is that
women in the IT profession, as a group, are different from men, as a group, in the
profession, albeit for sociological rather than biological or psychological reasons” (p.
102).

Individual Differences

Individual differences is an alternative theoretical perspective to essentialism and
social constructionism as it focuses on the ways in which people vary in their behavior,
preferences, talents and choices in a given context. Maccoby (1998) argues:

“Nature does not prevail over nurture; they do not compete; they are not
rivals; it is not nature versus nurture at all” (pg. 93).

Rather Maccoby suggests that a combination of nature and nurture conceptualized as
individual differences can better account for human behavior. Coltrane (1996) explains
that a variety of constructs can be used to investigate individual differences, but adds that
three factors are typically used: biological factors, cognitive factors, and socialization
factors. She argues that “biological predispositions never manifest themselves without the
appropriate environmental conditions being present to activate them” (pg. 292).
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Both essentialism and social constructionism assume that women, as a group, are
different from men, as a group, either for biological, psychological or sociological
reasons. Yet, feminist researchers have argued that there is no ‘universal woman’ (e.g.
Butler, 1990; D.J. Haraway, 1991; Harding, 1991; Trauth, 2002). This argument suggests
that women do not constitute a tightly knit group with common interests, backgrounds,
values, behaviors and mannerisms, but rather they have come from a diverse range of
classes, races, sexual orientations, geographic locations, and generations. As a result,
women as a group have experienced a range of challenges in their history, needs and
aspirations.
Consequently, researchers have argued for investigations that account for greater
variation among people through the use of alternative theoretical perspectives. Wardell
and Zajicek (1995) stress the importance of research that accounts for a diversity of
knowledge as opposed to the continued use of traditional methodological and theoretical
approaches. Braidotti (1997) has argued for the use of theoretical perspectives that
account for greater complexity, multiplicity, and simultaneity of gender, race and class.
Furthermore, Schiebinger (1999) argues that more diverse comparisons are necessary to
examine a range of social, economic, institutional, cultural, and political factors and their
role in encouraging or discouraging women from participating in the sciences.

Individual Differences in Gender Research

Several researchers have been motivated to adopt an individual differences
perspective because it more easily accounts for variation among gender groups. For
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instance, Aries (1996) argues for an individual differences perspective in that she sees
human behavior as more complex than men versus women and relies on several
dependent variables, such as a person's status, role, goals, conversational partners, and the
characteristics of the situational context to explain gender differences. Aries looks at a
variety of behavior levels of analysis including the individual, socio-cultural and
interpersonal levels. She adds that:

“Men do not form a homogeneous group, nor do women. There is considerable
variability in the interaction styles of members of the same sex because of
differences in personality, age, race, class, ethnicity, or sexual orientation. By
placing our focus on how men as a group differ from women as a group, we tend
to overlook the variability of behavior between members of the same sex, and we
tend to portray small group differences as mutually exclusive differences” (pg viiviii) (as cited in Taylor, 2002).

Researchers have also utilized an individual differences perspective to further
account for variation among gender groups. Skeggs (1997) believes that many
researchers, particularly in feminist studies, discuss the category of ‘woman,’ but do so
while recognizing that ‘woman’ is not a monolithic essence. More specifically, she
explains that many researchers have recognized that the term ‘woman’ is diverse by its
composition, but understanding commonalities is important for understanding issues
beyond the individual level of analysis. Hence, she defines woman as the site of multiple,
complex and potentially contradictory sets of experiences that are defined by overlapping
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variables of class, race, age, lifestyle, sexual orientation and others. Along similar lines,
Gerson (1985) developed a “matrix of domination” that she uses to theorize the
intersections of class, race, global location, sexual orientation and age and how these
impact being a woman. Kvasny (2003) stresses the importance of investigations that
account for multiple dimensions of gender including race and class. Furthermore, Collins
(2000) and Tulloch et al. (2003) have stressed the ways in which individualized
experiences of IT work combine with collective and stratified experiences. The
researchers demonstrate how life histories and the process of individualization remain
influenced by gender, class and other social constructions. The use of these multiple
constructs separates these feminist researchers from others primarily in the social
constructionism space.

Individual Differences in Gender and IT Research

As discussed above, the notion that individual differences plays a role in human
behavior is not new to IT research. However researchers have only recently begun to
examine individual differences with respect to gender and IT. At the forefront of this
research is Trauth’s studies of gender and IT theory (2002; 2006; Trauth, Huang, Morgan
et al., 2006; Trauth, Huang, & Quesenberry, 2006; Trauth & Quesenberry, 2005, , 2006, ,
2007; Trauth et al., 2004) for which she uses the label “individual difference theory of
gender and IT.” This theoretical perspective rejects claims of inherent gender based
difference and it also adds individual influences onto societal explanations for women’s
relationship to IT. In this sense, the theory investigates common social messages and the
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variety of ways that individual women receive and react to such messages. The theory
argues that part of the explanation for the under representation of women in IT can be
explained by the variation across women. The theory places focus on differences among
women, such as career values and motivations, rather than relying solely on gender
stereotypes or societal influences. Hence, the theory focuses on the differences within
rather than between the genders through the understanding of personal characteristics,
technical talents, inclinations and social responses that span the gender continuum.
As articulated in Trauth et al. (Trauth, 2002, , 2006; Trauth & Quesenberry, 2005,
, 2007; Trauth et al., 2004) the individual differences theory of gender and IT is
comprised of three high level constructs including: individual identity, individual
influence and environmental influence. (See Table 5 for a depiction of the high level and
sub-category constructs of the individual differences theory of gender and IT). Within
each of these high level constructs are embedded sub-category constructs. Again, as
articulated in Trauth et al. (2004) the sub-category constructs for individual identity are:
demographics (such as age, racial/ethnic identity, socio-economic class and relationship
status), and career items (such as job title and technical level). The individual influence
factors sub-category constructs are: personal characteristics (such as educational
background, personality traits and abilities) and personal influences (such as mentors,
role models, experiences with computing, and other significant life experiences). The
environmental influence sub-category constructs are: cultural attitudes and values (such
as attitudes about IT and/or women), geographic data (about the location of work) and
economic and policy data (about the region in which a woman works).

72

Table 5: Individual Differences Theory of Gender and IT Constructs
(Table taken from Trauth et al., 2004)
High Level Construct

Sub-Category Construct

Individual Identity9

Demographics
Career Items
Personal Characteristics
Personal Influences
Cultural Attitudes and Values
Geographic Influence
Economic Influence
Policy Influence

Individual Influence10
Environmental Influence

To date, the majority of the individual differences theory research has been
conducted to improve our understanding of the under representation of women in the IT
workforce by focusing on individual and societal factors. The theory has been applied to:
an explanation of diversity in the global IT workforce (Trauth, Huang, Morgan et al.,
2006), an investigation social networking in the IT workforce (Morgan and Trauth 2006;
A. J. Morgan, Quesenberry, & Trauth, 2004), an investigation of working mothers in the
IT workforce (Quesenberry, Morgan, & Trauth, 2004; Quesenberry & Trauth, 2006;
Quesenberry, Trauth, & Morgan, 2006), the role of ubiquitous computing in balancing
work-life conflict (Quesenberry and Trauth 2005), the role of social discourses (Trauth
and Quesenberry 2006), the role of cross-cultural backgrounds (Trauth, Huang, &
Quesenberry, 2006), and the influence of environmental context in the under
representation of women in the IT workforce (Trauth, Quesenberry, & Yeo, 2005, , 2006,
, Forthcoming). While the individual differences theory has looked at factors such as
social networks and parenthood with respect to careers, the theory has been used very

9

In Trauth et al. (2004) “Personal Identity” was referred to as “Personal Data.”
In Trauth et al. (2004) “Individual Influences” was referred to as “Shaping and Influencing Factors.”
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little to systematically explain the role of other organizational factors in the under
representation of women in IT.
Only recently has the theory been applied to an understanding of career anchors
among women in the IT workforce. As Trauth (2006) explains this type of research can
be labeled alternative theory in that an argument has been made for theory selection
while probing deeper to account for differences in human behavior. For instance, Crook
et al. (1991) found that a number of women in their study were aligned with
organizational security, managerial competence and technical competence or service,
variety and identity. When the authors further examined the women in their study they
found that tenure in the job had a significant role in career anchor alignment. Women
with more than five years experience in the field typically aligned with organizational
security, managerial competence and technical competence career anchors. Whereas,
women with less than five years experience in the field typically aligned with service,
variety and identity career anchors. The authors did not explicitly use the individual
differences theory of gender and IT, but applied the concepts of the theory implicitly to
their data. More recently, Quesenberry and Trauth (2007) investigated career anchors
among women in the IT workforce and found a variety of individual identity, individual
influence and environmental influence factors have a role in career anchor alignment.11

Individual Differences Summary

In summary, individual differences is an alternative set of theoretical perspectives
to the essentialism and social constructionism bodies of theories as it focuses on the ways
11

Additional findings from Quesenberry and Trauth (2007) are discussed in Chapter 5.
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in which people vary in their behavior, preferences, talents and choices in a given
context. As discussed above, the notion that individual differences play a role in human
behavior is not new to IT research. However there is a growing body of research that
examines individual differences with respect to gender and IT. At the forefront of this
research are Trauth’s studies of the individual difference theory of gender and IT.
Therefore, in order to extend the applicability of Trauth’s theory, this research aims to
empirically examine opportunities and constraints that shape female career retention.

Rationale for Theory Choice

Gerson and Peiss (2004) argue that questions of how gender systems operate,
their cultural construction, and their relation to individual and group interactions are
frequently implicit in the analysis of women’s experiences. The authors call for greater
definitional and theoretical clarity in order to understand gender from a multi-faceted
approach to systems. Likewise, Adam et al. (2002) stress the importance of theory
selection in order to understand and investigate the gender dimensions being considered
in the IT workforce. Therefore, selecting a robust theoretical perspective is critical in
order to understand and formulate recommendations that address the IT gender gap.
Rather than essentialism and social constructionism, the individual differences theory of
gender and IT was selected as the theoretical foundation of this research for several major
reasons. This rationale is discussed below and summarized in Table 6.
Essentialism and social constructionism were not selected as theoretical
perspectives for this research because of their tendency to conceptualize women at only a
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group level of analysis. Adam et al. (2002) argue that an essentialism perspective
dichotomizes males and females by relying on stereotypical characteristics. As a result,
all men and all women are characterized as having a shared set of gender group interests,
abilities and talents. De Cecco et al. (1993) suggest that social constructionism tends to
depict individuals as empty organisms that are filled and shaped by society.
Consequently, the perspective has a tendency to under emphasize the role of female
consciousness or intention. Hence, these two perspectives tend to conceptualize the
shaping of people’s beliefs about gender at a group level and as a result, also
conceptualize the choices of all men or women in the same ways.
Essentialism and social constructionism were also not selected as theoretical
perspectives for this research because they tend to neglect the role of female agency in
relationships with technology or decisions about occupational choices. For instance, Hrdy
(1999) feels that both essentialism and social constructionism theories only focus on
things outside of women’s control. Rather she argues for increased focus on
“knowledgeable agents” or the belief that women are partially in control of their lives.
Her analysis is built on the assumption that it is important to understand the nature of
recent changes in the social position of women. By doing so, she argues that social
science knowledge can contribute to human freedom.
Given the constraints of essentialism and social constructionism, the individual
differences theory of gender and IT was selected as the theoretical foundation of this
research for several major reasons. First, the theory focuses on females as individuals
rather than categorizing them as a single homogenous group. Consequently, the theory
accounts for a diversity of demographics, personalities, life experiences and reactions to
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social messages among women. Kvasny (2006) and Kvasny et al. (2005) also stress the
importance of research that investigates under served groups as an independent category
for analysis, rather than in comparison to dominant groups (e.g. male, American, white,
middle-class, managers) or between biological sexes. Kvasny adds that research should
focus on solidity among woman, but at the same time acknowledge the diverse
combinations of sexuality, social class, nationality, religion, geographic region and job
classification. Doing so, results in a more diverse and nuanced view of gender that avoids
essentialist generalizations about ‘women's problems.’ Researchers such as Kvasny
(2003), Braidotti (1994) and Naryayan (2003) have stressed the need to move away from
such investigations that generalize about ‘women’s problems.’ The individual difference
theory of gender and IT accounts for the diverse perspectives of people and does not
generalize individuals by demographic group.
Secondly, Adam and Richardson (1998) argue that gender research should
emphasize the making of knowledge through the lived experiences of women’s lives.
This notion is particularly important because the power structures at play in
organizational settings require rigorous and detailed analyses. In addition, Adam et al.
(2001) argue the need to theoretically account for the role of women’s agency in shaping
their position and resisting stereotypical assumptions about their behavior. By examining
constructs of individual identity, individual influence and environmental influence, the
individual differences theory of gender and IT is robust in its account of power structures
and female agency.
Finally, the individual differences theory of gender and IT is a robust framework
that accounts for multiple levels of analysis. Walsham (2000) stresses the importance of
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research agendas that help to improve the understanding of IT in the contemporary world.
He adds that researchers should investigate IT contexts that enables connectivity, but
supports diversity by studying particular levels of analysis in detail including: the
individual, group, organization, inter-organization and society levels. Korpela et al.
(2001) also supports the level of analysis concept by constructing a 2 x 4 + History
framework, which contains four integrative levels of analysis: the individual,
group/activity, organizational and societal levels. Trauth’s individual differences theory
of gender and IT demonstrates the applicability of the theory at the individual, group and
societal levels of analysis that examines women as individuals against a backdrop of
group and societal influences. (See Table 6 for research implications of theory choice).
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Table 6: Research Implications of Theory Choice

Primary Definition

References

Implications of
Theory Choice

(J. J. Baroudi & Igbaria,
1994-1995; Dennis, Kinney,
& Hung, 1999; Gallos,
1989; Gefen & Straub,
1997; M. Igbaria et al.,
1991; V. Venkatesh et al.,
2000)

Men and women are seen in terms of
fundamental attributes that are
persistent
and
separate
from
interactions with context of life
(Bohan 1997). Hence, there is little
variation of career anchors among
women. Woman as a group are
predisposed to value non-technical
career anchors.

(Adam, Emms, Green, &
Owen, 1994; Berger &
Luckmann, 1966; Cockburn
& Furst-Dilic, 1997;
DeCecco & Elia, 1993;
Marini, 1990; L. A. von
Hellens et al., 2001; J.
Wajcman, 1991)

Variation of career anchors among
women is primarily based on the
interplay
between
human
demographics and cultural context.

Essentialism
Fixed, unified and opposed female
and male natures are the primary
components in understanding human
actions and career choice decisions.
Males are more technical by nature
and predisposed for IT work
whereas females are not.

Social Constructionism
The influence of societal factors is
the primary construct that shapes
individuals and their relationships
with technology. The IT workforce
has been culturally deemed ‘male’
and excludes cultural traits of
‘female.’

Individual Differences of Gender and IT
Individual
identity,
individual
influence
and
environmental
influence are the primary forces
shaping individuals and their
relationships with technology.

(Quesenberry & Trauth,
2007; Trauth, 2002; Trauth
& Quesenberry, 2007;
Trauth et al., 2004)

Variation of career anchors among
women is primarily based on the
interplay
between
human
demographics, cultural context and
personal factors, and individual
responses.
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CHAPTER 4: RESEARCH DESIGN

Chapter 4 discusses the research design employed in this research. This discussion
is presented in four sections: a) research questions; b) epistemology; c) methodology; and
d) evaluation criteria. The research questions section states the specific areas of inquiry
for this research. The epistemology section describes the rationale and application of an
interpretive epistemology in this research. The methodology section describes the
rationale and application of a mixed-method data collection and analysis approach in this
research. The methodology section also provides the details regarding the sequential
methodological approach, which is comprised of a preliminary phase for theme
identification and an empirical phase for theme analysis and refinement. This section also
includes details about the data sources, data collection procedures, description of the
participants and data analysis procedures for each phase. The evaluation criteria section
provides a description of how the interpretive research presented in this dissertation was
evaluated.

Research Questions

This research combines an empirical analysis of career anchors and organizational
climate in order to extend the theoretical applicability of the individual differences theory
of gender and IT. The primary purpose of this research is to examine individual career
anchors and organizational climate of women in the American IT workforce and their
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relationship to career satisfaction and turnover intentions. More specifically, the
following research questions are addressed:

1. How are career anchors manifested in the lives of women employed in the
American IT workforce?
2. What are the cluster aspects of career anchors (i.e. are single career anchors or
multiple career anchors evident for an individual)?
3. What are the temporal aspects of career anchors (i.e. do career anchors develop or
change over time)?
4. How do career anchor manifestations and perceptions of organizational climate
affect female career satisfaction and turnover intentions in the American IT
workforce?
5. Are there patterns in career anchors and perceived organizational climates that
affect career satisfaction and turnover intentions for women in the American IT
workforce?

Epistemology

An interpretive epistemology was employed in this research because a primary
goal is to understand the role of career anchors and organizational climate in career
decisions among women in the IT workforce. An interpretive epistemology is primarily
concerned with how the social world is interpreted, understood, experienced, produced
and/or constituted with the underlying assumption that the world is complex and multi-
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layered and textured (e.g. Burrell & Morgan, 1979; Fitzgerald & Howcroft, 1998; Mason,
2002; W. J. Orlikowski & Baroudi, 1991). Braa and Vidgen (2001) illustrated this
argument in their “Information Systems (IS) Research Framework” that portrays the three
types of epistemologies typically utilized in IS research: prediction (positivism),
understanding (interpretive) and change (critical). (See Figure 2 for a depiction of the IS
Research Framework). The dotted lines inside the triangle represent movement toward
the epistemology. In this sense, the movement toward the prediction point is focused on
greater explanatory power, predicative power, and statistical generalizablity. The
movement toward the understanding point is based on greater in-context understanding.
The movement toward the change point is focused on the intervention of research from
an emancipatory viewpoint.

Figure 2: IS Research Framework
(Figure from Braa and Vidgen 2001)
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Clearly, an epistemological approach should be selected that best reflects the
research question(s) and the nature of the phenomenon of interest (e.g. Burrell & Morgan,
1979; Creswell, 2003; Fitzgerald & Howcroft, 1998; Goles & Hirschheim, 1999; Mason,
2002; W. J. Orlikowski & Baroudi, 1991). For the reasons articulated in the Braa and
Vidgen (2001) framework, an interpretive epistemology, rather than a positivist or critical
epistemology, was selected for this research. This research did not require a positivist
epistemology because the focus was not on predictive power or statistical generalizablity.
This research also did not require a critical epistemology because the focus was not on
conducting interventions via the research design.
Rather this research required an interpretive epistemology because the focus was
on understanding the phenomena at hand. For instance, the first research question
considered in this research is directed at understanding how career anchors are
manifested in the experiences of women in the American IT workforce. In answering the
first research question, the researcher aimed to build an understanding of how and why
women become aligned with a given career anchor type. To accomplish this task, the
researcher focused on various characteristics, influences and backgrounds in order to
understand how career anchor alignment is developed and influenced over time. In
addition, the researcher sought to understand how career anchors are manifested with
regard to cluster and temporal aspects. Furthermore, the second research question
considered in this research was directed at understanding how career anchors influence
women’s perceptions of organizational climate. In answering the second research
question, the researcher focused on various outcomes related to career satisfaction and
turnover intention.
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An interpretive epistemology was also employed in this research in order to
investigate the subjective reality and perspectives of the female participants. A
fundamental study of interpretive epistemology is represented in the work of Berger and
Luckmann (1966) who emphasize the historical and cultural specificity of knowledge
while focusing on interaction and social practices. Their approach stresses the ways in
which human knowledge is built through the interaction of interpretation. Orlikowski and
Baroudi (1991) explain that an interpretive epistemological approach is beneficial for
generating knowledge about a given phenomena through the examination of humans
within their social setting. Likewise, Mason (2002) adds that interpretive methods are
both flexible and sensitive to the social context in which data are produced, rather than
rigidly standardized or structured, or entirely abstracted from ‘real-life’ contexts.
Burrell and Morgan (1979) illustrated this argument in their “Four
Epistemological Paradigms Framework” that portrays the four types of paradigms
typically utilized in IS research: functionalist (positivism), interpretive (interpretive),
radical humanist (critical) and radical structuralist. A functionalist paradigm takes an
objective view of reality and is focused on the explanation of how organizations and
society maintain order. An interpretive paradigm takes a subjective view of reality, and is
focused on the explanation of individuals' perceptions of their organizations and society.
A radical humanist paradigm takes a subjective view of reality and is focused on the
explanation of radical change in organizations and society. A radical structuralist
paradigm takes an objective view of reality and is focused on the explanation of radical
change in organizations and society (Burrell & Morgan, 1979; Goles & Hirschheim,
1999). (See Figure 3 for a depiction of the Four Epistemological Paradigms Framework).
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Figure 3: Four Epistemological Paradigms Framework
(Figure from Goles and Hirschheim 1999)

Given the Burrell and Morgan (1979) framework, an interpretive epistemology,
rather than a functionalist, radical humanist or radical structuralist epistemology, was
selected for this research. This research required an interpretive epistemology because a
goal of the research was to explore the subjective views and perspectives of the subjects.
Knowledge of the perceived reality was gained through an understanding of subjective or
shared meanings, consciousness and the complexities of human sense making rather than
predefined variables. More specifically, the nature of reality was perceived as socially
constructed and subjective (internal to the individual) rather than objective (outside the
individual). As a result, the researcher investigated the phenomena through accessing the
meanings which participants assign to their life experiences. This approach assumed
people create and associate their own subjective and inter-subjective meanings while
interacting with the world around them. In addition, the researcher paid special attention
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to the context in which the women live and work when interpreting their comments. As a
result, explanations of the social context were investigated from the perspective of
women within their contexts rather than that of an observer.

Methodology

A sequential mixed-method approach comprised of two phases was employed in
this research. (See Figure 4 for a depiction of the research design). Sequential procedures
are used when a researcher seeks to elaborate on or expand on the findings of one method
with another method (Creswell, 2003). The first component of this research consisted of a
preliminary phase for theme identification. The purpose of the preliminary phase was to
identify and explore themes related to female career anchors and their role in career
experiences and decisions. During this phase, relevant themes and the categorical
components of career anchors, organizational climate and their relevance to female
retention in the IT workforce were identified and explored. This phase consisted of an indepth literature survey of published research on the IT workforce and gender and IT and
a qualitative analysis of an existing dataset of 92 interviews with women in the IT
workforce. This dataset is from a field study conducted by Eileen M. Trauth, Ph.D. as a
part of a multi-year National Science Foundation funded research project.12 The second
component of this research consisted of an empirical phase for theme analysis and
refinement. The purpose of the empirical phase was to further refine the understanding of
career anchor alignment of women in the IT workforce and their role in career
12

Principal Investigator Eileen M. Trauth, Ph.D.; National Science Foundation (NSF) Grant Number EIA0204246; Program Years 2002 to 2007. Permission to analyze this existing dataset was obtained from the
Office of Research Protection Internal Review Board and can be found in Appendix A.
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satisfaction and turnover intention. This phase consisted of the development,
administration, and the analysis of an on-line questionnaire. Additional details about
these phases are provided in the remainder of this section.

Figure 4: Dissertation Research Design
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The researcher employed a sequential mixed-method approach for two main
reasons. First, Sawyer (2001) and Petter and Gallivan (2004) explain that mixed-method
research combines multiple datasets resulting in triangulation of findings. This act
essentially gives insights into the same phenomena from different perspectives. As
Sawyer (2001) explains, mixed-method research is based on the premise that analysis of
separate and dissimilar datasets aimed at the same phenomena will provide richer insights
of the issues than will any single method. Likewise, Kaplan and Duchon (1988) explain
that mixed methods “can lead to new insights and modes of analysis that are unlikely to
occur if one method is used alone” (p. 582). Analyzing prior research, an existing
qualitative dataset and quantitative data provided complementary results that addressed
the research questions with evidence from multiple sources. Second, the use of a mixedmethod approach allows for results from one method to help inform results from another
(Creswell, 2003). With regard to this research, analyzing an existing qualitative dataset
provided a basis for the development of the questionnaire instrument.

Preliminary Phase: Theme Identification

The purpose of the preliminary phase was to identify themes related to female
career anchors and their role in career experiences and decisions. During this phase,
relevant themes and the categorical components of career anchors, organizational climate
and their relevance to female retention in the IT workforce were identified and explored.
The preliminary phase of this research was comprised of an analysis of: 1) published
research on the IT workforce and gender and IT; and 2) an existing qualitative dataset.
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The published research was analyzed in order to build on the work of previous
researchers and to characterize the discourses of organizational behavior and gender and
IT research. Four factors influenced the choice of a qualitative analysis in this research
according to selection criteria set forth by Trauth (2001) including: the research problem,
the level of uncertainty of the research, the researcher’s epistemological lens, and the role
of the researcher.13 Further explanations of these factors are provided below, and the
rationale for a quantitative component is described in the section of this chapter which
discusses the empirical phase of the research.
A qualitative analysis was employed because it best addressed the exploratory
nature of the research problem investigated in the preliminary phase of this research. A
focus of the theme identification process was on the specific contexts in which the
women live and work in order to understand the historical and cultural settings in which
they are employed. The interviews were conducted in the region in which the women
lived and worked.14 The interviews also contain rich data about the women’s personal
and professional backgrounds. As a result, insights can be drawn from their life histories,
rather than a snap shot in time. Thus, this research employed a qualitative methodology in
order to develop findings based on in-depth examination of field data from women in the
IT workforce.
A qualitative analysis was also employed in the preliminary phase because the
focus of this research is on career anchors, which is an area of research that is under
13

Trauth (2001) presents five factors important to consider in the application of qualitative methods. Four
factors are presented in this dissertation as the fifth factor of political/academic climate does not apply. The
College where this research was conducted does not limit methodological inquiry.
14
Eileen Trauth interviewed women in three geographical regions: Boston, Massachusetts, Research
Triangle Park and Charlotte, North Carolina and central Pennsylvania. This researcher collaborated with
Trauth on a detailed analysis of the role of regional context in the social shaping of women in the IT
workforce. (See Trauth et al., 2008).
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explored and has a high level of uncertainty. Career anchor research has produced results
that are mixed, inconsistent and conflicting. In addition, these studies tend to categorize
women into a single group or do not address issues of gender stratification in the IT
workforce. Researchers have also reported mixed results about the relationship between
career anchors and organizational climate and the implications for career satisfaction and
turnover intention. Consequently, a qualitative analysis was employed in order to address
the inconsistencies in existing research by examining themes not identified or considered
in previous work.
A qualitative analysis was also employed in the preliminary phase because the
researcher’s lens is aligned with an interpretive epistemology. Conducting a qualitative
analysis was consistent with the desire to understand how the social world is interpreted,
understood, and experienced by women in the IT workforce. Doing so privileged the
subjectivity of the woman through the interpretation and understanding of their views and
perceptions.
A qualitative analysis was also employed in the preliminary phase because of the
role of the researcher. The researcher has prior qualitative experience as a research
assistant for two research projects under the guidance of Eileen M. Trauth, Ph.D.15 More
specifically, the researcher was employed as a Research Assistant on the National
Science Foundation study from 2002 until 2007 that generated the existing dataset
included in the preliminary phase of this research. In this capacity, she participated in a
variety of activities including: observation of the interviews, transcription of the
15

These studies include: 1) a National Science Foundation funded study investigating the social shaping of
gender and information technology (Grant Number: EIA-0204246; Principal Investigator: Eileen M.
Trauth, Ph.D.); and 2) a Penn State Office of Outreach funded study investigating a sustainable human
infrastructure group to support the development of a knowledge-intensive, technology-enabled workforce
in central Pennsylvania (Principal Investigator: Eileen M. Trauth, Ph.D.).
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interviews, development of the coding scheme, data coding, entering the coded data into
a qualitative software program (NUD*IST 6), and performing data searches.
Consequently, she is familiar with the participant information and has also developed a
significant amount of knowledge about the dataset. In addition, the researcher is
comfortable with the unstructured process of exploratory research since data themes and
concepts are the result of constant and repeated data analyses.

Data Sources

Two sources of data were used in the preliminary phase of this research. The first
source of data used to identify themes came from the analysis of existing published
research on the IT workforce and gender and IT. The second source of data used to
identify themes came from analysis of transcripts from Trauth’s study of women in the
American IT workforce that was conducted between 2002 and 2006. Ninety two
interviews were conducted with women working in the American IT labor force.16
(Participant backgrounds and characteristics from the dataset included in the preliminary
phase can be found in Table 7).17

16

These interviews represent a subset of the women interviewed. An additional 31 interviews with female
academics were also included in her research.
17
Further details about this research study are published in Trauth’s work (Trauth, 2006; Trauth et al.,
2008; 2006a; 2006b; 2006c; 2005; 2004)
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Table 7: Interviewee Background and Characteristics from Trauth’s Dataset
(Table taken from Trauth et al. 2008)

Demographic Information
Median Age
Racial/Ethnic Background
European/White American
African/Black American
Asian/Indian American
Middle Eastern American
Hispanic American
Sexual Orientation
Heterosexual
Homosexual
Bisexual
Unknown18
Relationship Status
Single
Partnered
Married
Divorced (Not Remarried)
Motherhood Status
No Children
One Child
Two Children
Three or More Children
Geographical Region
Massachusetts
Pennsylvania
North Carolina
Total

# of
Women

% of
Women

42

100%

74
8
7
1
2

80%
9%
8%
1%
2%

77
4
2
9

84%
4%
2%
10%

17
6
61
8

18%
7%
66%
9%

40
16
26
10

43%
17%
28%
12%

32
30
30
92

34%
33%
33%
100%

18

In Trauth’s interviews the women were not explicitly asked about their sexual orientation. Hence, the
information about sexual orientation is interpreted from the responses of the women. If it was impossible to
determine a woman’s sexual orientation, then she was categorized in the unknown category.
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Data Analysis Procedures

The published research on the IT workforce and gender and IT was analyzed in
order to build on the work of previous researchers and to characterize the discourses of
organizational behavior and gender and IT research. During this analysis, an initial
coding scheme about career anchors was developed based on an extensive literature
review of career anchors and organizational climate and the role of these factors on career
satisfaction and turnover intention. The relevant constructs were identified from prior
research and the researcher organized these constructs in a hierarchical and meaningful
order (i.e. similar and/or related constructs were grouped with other similar and/or related
constructs). In addition, the researcher applied the relevant constructs of the individual
difference theory of gender and IT that are identified in Trauth’s research (e.g. Trauth,
2002; Trauth, 2006; Trauth et al., 2004) about individual identity, individual influences,
and environmental influences.
The purpose for conducting a qualitative analysis of an existing dataset in the
preliminary phase of this research was to identify career anchor themes that were not
previously identified or discussed in published research. As discussed in Chapter 2, much
of the published research about female career anchors in the IT workforce is conflicting
and many unresolved questions exists. Hence, open-coding qualitative analysis
techniques were used in order to identify themes not found in previous research.
Furthermore, a qualitative analysis of an existing dataset also allowed the researcher to
investigate the cluster and temporal aspects of career anchors that are typically not
discussed in published research.
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The same qualitative data analysis methods employed in the preliminary phase of
this research was used in prior work by the researcher. Previously the researcher
participated in qualitative analyses of the dataset on topics related to: working mothers in
the IT workforce (Quesenberry et al., 2004; Quesenberry & Trauth, 2006; Quesenberry et
al., 2006), the role of ubiquitous computing in balancing work-life conflict (Quesenberry
and Trauth 2005), the role of social discourses in career decisions (Trauth and
Quesenberry 2006), the role of cross-cultural backgrounds in the shaping of gender and
IT (Trauth, Huang, & Quesenberry, 2006), and the influence of environmental context in
the under representation of women in the IT workforce (Trauth et al., 2005; Trauth,
Quesenberry et al., 2006; Trauth, Quesenberry, & Yeo, 2008)
During the analysis of the existing dataset conducted in the preliminary phase of
this research, a series of qualitative analysis techniques were used by the researcher. First,
as described above, an initial coding scheme about career anchors was developed based
on an extensive analysis of published IT workforce and gender and IT research. Next the
researcher conducted theoretical / selective coding of each interview transcript included
in the dataset from the preliminary phase as it applied to the career anchor coding
scheme. Theoretical / selective coding is the process of applying pre-defined codes to the
appropriate areas of text of an interview (Glaser, 1978). More specifically, the researcher
read each interview transcript and identified areas of the text where the participant
discussed themes related to career anchors. The researcher then assigned the relevant
code from the career anchor coding scheme to the text. If the section of text did not fit
into an existing code, then it was identified as a new theme and categorized at a later
point in time.
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Once each interview transcript had been subjected to theoretical / selective
coding, the interview was then subjected to open coding. Open coding is a part of the
grounded approach to qualitative analysis developed by Glaser and Strauss based on
inductive and iterative development of data categories (Strauss, 1987). Open coding was
conducted via an inductive process of identifying and organizing emerging themes.
Themes from the interview text that did not fit into existing constructs in the career
anchor coding scheme were highlighted and a descriptive comment was made in the
margin of the document. As multiple interviews were coded, patterns among these
emergent themes became evident and were subsequently added to the career anchor
coding scheme. This process was iterative as categories were contentiously identified and
organized in the career anchor coding scheme. Each interview transcript was read and
coded until all themes could be categorized in a construct included in the revised career
anchor coding scheme. This typically required three reads of each interview. Any
conflicting issues were resolved using breakdown resolution (Agar, 1986). During this
process existing categories were altered or modified as others categories emerged or were
eliminated (Strauss, 1987). (The emergent themes identified in the preliminary phase can
be found in Appendix D. A detailed discussion of findings from the preliminary phase is
contained in Chapter 5 of this dissertation).
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Empirical Phase: Theme Analysis and Refinement

The purpose of the empirical phase was to further refine the understanding of
career anchor alignment of women in the IT workforce and their role in career
satisfaction and turnover intention. Based on findings from the theme identification phase
of this research, an online questionnaire was developed and administered. This
questionnaire was developed from themes identified in the preliminary phase of this
research. Consequently, the questionnaire is based, in part, on the analyses of published
literature on the IT workforce and gender and IT, the Career Orientations Inventory
(COI) developed by Schein (1990), and the qualitative analysis of Trauth’s existing
dataset.
Several factors influenced the choice of a quantitative component in the empirical
phase of this research. First, the COI has exhibited high reliability and validly in
measuring career anchors in prior research (e.g. Crook et al., 1991; DeLong, 1983). As a
result, the majority of career anchors researchers administer the COI in their
investigations in order to identify the career anchor alignment of their participants.
Hence, in order for the researcher to build on prior research about career anchors in the
IT workforce, she also administered the questionnaire. Doing so, also added consistency
between her results and results of prior researchers. Second, the findings from the
preliminary phase indicated that several research themes are not fully addressed in the
COI. Thus, this researcher was able to further analyze and refine these preliminary phase
themes through subsequent analysis conducted in the empirical phase. Finally, analyzing
data from two perspectives – a qualitative component and a quantitative component –
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enabled the development of insights about the same phenomena from different
perspectives.

Data Collection Procedures

The questionnaire employed in the empirical phase of this research is a modified
version of the COI developed by Schein (1990). The COI is a 40 item questionnaire
based on a 6-point Likert-type scale used to gather background information about an
individual’s area of competence, motives and values. Additional questions were added to
the COI based on the results from the preliminary phase in order to examine additional
themes related to career anchors, career satisfaction and turnover intention. (The
questionnaire can be found in Appendix G. A detailed discussion of the development of
the questionnaire instrument is contained in Chapter 5 of this dissertation).
An on-line format was selected as the delivery method of the questionnaire for
several reasons. First, an on-line questionnaire increased the degree of privacy and
confidentiality the participant had while completing the questionnaire. This was
particularly important because it increased the likelihood of receiving responses on
sensitive and potentially embarrassing questions posed to the participant (Arnold &
Feldman, 1981; Groves et al., 2004; Holbrook, Green, & Krosnick, 2003; Tanur, 1984;
Tourangeau & Smith, 1996). As a result, it is suspected that the absence of this researcher
may have reduced harmful effects on the answers women provided to sensitive questions,
such as questions related to the career satisfaction and turnover intention. In addition, the
on-line questionnaire utilized computer technology to automate routing in complex
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questionnaires and edit checks (Ballard & Prine, 2002; Bandilla, Bosnjak, & Altdorfer,
2003). Although, the technology increased the complexity of the computerized
instrument (as opposed to a paper based questionnaire) it was minimal considering the
technological experience of the participants as women employed in the IT workforce.
The questionnaire was administered on-line using a survey hosting site called Survey
Console (www.surveyconsole.com).
The sample for the empirical phase of this research was comprised of women
currently employed in the U.S. IT workforce. Milknovich and Boudreau (1994) speculate
that career anchors are dependent on external conditions. For example, Jiang et al. (1995)
and Marshall and Bonner (2003) suggest that career anchor determination could be based
on economic factors such as the financial well-being of an organization. Likewise,
Wynne et al., (2002) identify industry type as a central construct of career anchors.
Kalleberg et al. (1996) point to the size of an organization as a central construct of career
anchors. Therefore, for sample control this research cluster sampling techniques were
applied in the selection of these research participants. With cluster sampling potential
participants are drawn from a limited number of organizations (Stone, 1981). The
researcher limited the organizational research sites to four companies in the U.S. forprofit sector. These particular organizations were chosen because their characteristics
vary in terms of firm size, location and type of IT business. (A detailed discussion about
the administration of the questionnaire is presented in Chapter 5 of this dissertation).
The same participant recruitment process and questionnaire were administered at
each organization. Several recruitment mechanisms were utilized in the empirical phase
of this research. A recruitment letter was emailed by an individual (e.g. company owner,
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manger or human resources manager) at the participating organizations to the potential
participants encouraging their participation in the research study (Dillman, 1978; Groves,
Cialdini, & Couper, 1992). (The recruitment letter can be found in Appendix B). In this
letter the participants were notified of the importance of the study, the minimal time and
effort involved in their participation, the benefit of their participation to science, and
instructions to access the on-line questionnaire. The questionnaire contained an implied
informed consent form on the initial page of the questionnaire. (The implied informed
consent form can be found in Appendix C). This form explained the purpose of the study,
questionnaire procedures and statement of confidentiality. The questionnaire also
contained detailed and clear instructions for each set of questions in order to minimize
ambiguity, excessive complexity, vague concepts, and unfamiliar terms. A reminder
message about the questionnaire was distributed in order to encourage additional
participation a week after the initial recruitment letter was distributed.
The administration of the questionnaire through the organizations had a positive
impact on participation in several ways. First, the recruitment letter was distributed by an
individual at the organizations. As a result, the participants were likely influenced by a
higher level of legitimacy and social cohesion since the request was generated from a
properly constituted authority (e.g. their employer) (Bickman, 1974; Bushman, 1984;
Milgram, 1974) In addition, a high number of questionnaires administered in a single
organization created a perceived legitimacy in an “over-survey effect” (Groves et al.,
1992; Schleifer, 1986). Finally, a high level of attractiveness of the inherent features of
the activity itself (i.e. the personal relevance of the activity) may have contributed to
participation (Cialdini, 1988; Groves et al., 1992).
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The collection of the questionnaire data adhered to the American Sociological
Association (ASA) code of ethics. The ASA code of ethics sets forth the principles and
ethical standards that underlie sociologists’ responsibilities and conduct. The ASA code
of ethics outlines a variety of ethical standards about public communication, informed
consent and plagiarism. The following ASA (2004) procedures were applied in this
research. First, only number codes were used to link respondents to questionnaire data.
The name-to-code linkage information was stored separately from the data and analysis.
Second, respondent name and contact information was not given to anyone other than the
researcher. Third, all identifying information about the respondents will be destroyed
upon completion of this research. Finally, all statistical tabulations were conducted with
broad categories so that individual participants could not be identified.

Data Analysis Procedures

The data analysis procedures for the empirical phase were based on the guidelines
by Groves et al. (2004). The authors describe the steps necessary to prepare questionnaire
data for analysis and post-collection data processing via five main activities: 1) coding
(the process of turning word answers into numeric answers); 2) data entry (the process of
entering numeric data into files); 3) editing (the reduction of errors and inconsistencies in
the data through various checks such as range edits, and consistency edits); 4) imputation
(the repair of missing data by placing an answer in a data field); and 5) analysis. Each of
these steps, as they were performed in this research, are described in the remainder of this
section.
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First, this researcher downloaded the tab-delaminated files from Survey Console
that contained the questionnaire response data. These files were opened in Microsoft
Excel and the researcher modified questionnaire text data to map to unique numeric
codes. Next, the researcher imported the Microsoft Excel files into the statistical software
program SPSS 15.0. Since, the questionnaire was conducted on-line numeric data did not
need to be entered into an electronic format. Capturing the participant’s responses
electronically reduced errors of data entry typically found in traditional paper based
questionnaires. Range edits and consistency edits were built into the electronic
administration of the questionnaire. Hence, these checks were performed electronically
during the execution of the questionnaire. Likewise, imputation was not necessary in this
research because required field functionality was utilized in the on-line administration of
the questionnaire. Finally, a series of quantitative statistical analysis techniques and
regression analysis techniques were conducted using the statistical software program
SPSS 15.0.
Upon completion of the analysis the data was prepared for writing. The goal of
this process was to construct a convincing interpretation of the data. In order to
accomplish this task, the researcher completed two steps. First, she used the research
questions as the primary approach to the data analysis. This researcher verified that the
analysis answered and supported the original research questions by analyzing the data to
address one or more of the research questions. In addition, this researcher organized the
writing to ensure each discussion point about career anchors directly addressed one or
more of the research questions. Secondly, the researcher used two techniques to
understand the data by using an interpretive and reflexive reading. In interpretive reading

101

this researcher constructed a version of what the data meant and represented according to
the participant. In reflexive reading this researcher located herself in the generated data.
In this sense, this researcher acknowledged how her personal experiences and beliefs
were included as the data was coded and analyzed.

Research Evaluation

Throughout the research process the six principles for conducting interpretive
field studies set forth by Klein and Myers (1999) were applied in this dissertation. First,
the principle of the hermeneutic circle was applied by iterating between considering the
interdependent meaning of parts and the whole that they form. The researcher iterated
between the individual responses of the women and larger meanings of their experiences
at a societal level. Second, the researcher applied the principle of contextualization by
considering the social and historical background of the research setting. Third, the
principle of the interaction between the researchers and the subjects was applied during
the analysis of the data. The researcher considered the role of the interviewer, Dr. Eileen
Trauth, in the interviews from the preliminary phase and the researcher’s role
administering the on-line questionnaire in empirical phase of this research. Fourth, the
principle of abstraction and generalization was accomplished through the application of
the individual differences theory of gender and IT. The understanding of career anchor
manifestation was tied to concepts of the theory in order to develop a meaningful
interpretation of principles one and two. Fifth, the principle of dialogical reasoning was
applied because theoretical preconceptions did not conflict with actual findings. Sixth,
the principle of multiple interpretations was applied by asking participants about factors
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related to their values, motivations and perceptions, rather than situations that could be
interpreted differently by different people. Finally, the principle of suspicion was applied
by paying attention to the individual perspectives collected from the participants in order
to better understand their career values and motivations.

Research Design Summary

This chapter presented the research design employed in this dissertation through a
discussion of the research questions, epistemology, methodology, and evaluation criteria.
The research questions are directed at the examination of career anchors, organizational
climate and their relationship to career satisfaction and turnover intentions among
women in the American IT workforce. An interpretive epistemology was employed in this
research because the primary goal was to understand the role of career anchors and
organizational climate in career decisions among women in the IT workforce by
examining the subjective reality and perspectives of the female participants. This research
employed a sequential mixed-method approach comprised of a preliminary
methodological phase and an empirical methodological phase. The purpose of the
preliminary phase was to identify initial themes through an in-depth literature survey and
a qualitative analysis of an existing dataset.19 In this phase, emergent themes about career
anchor manifestation, career anchor clusters and temporal characteristics about career
anchors were identified. The purpose of the empirical phase, which served as the primary
component of the research, was to further analyze and refine the themes identified in the
previous phase through a quantitative investigation. In this phase, a career values and

19

This dataset is from a field study conducted by Eileen M. Trauth, Ph.D. as a part of a multi-year National
Science Foundation funded research project; Grant Number EIA-0204246; Program Years 2002 to 2007.
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motivations questionnaire was developed and administered on-line with 210 women
employed at four organizations in the American IT workforce. Throughout the research
process the six principles for conducting interpretive field studies set forth by Klein and
Myers (1999) were applied in this dissertation.
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CHAPTER 5: FINDINGS

This chapter addresses the research questions presented in Chapter 4. It presents
the findings from this research via two sections: the preliminary phase and the empirical
phase. Each section describes how career anchors are manifested in the experiences of
women in the American IT workforce. Schein (1987) explained that “within any given
occupation or career, there are indeed very different kinds of people with different goals,
life-styles, talents, and values” (p. 165). In this sense, career anchors do not determine the
occupation one enters, but rather are used in career decision processes. As a result, a
given occupation can be filled with individuals who represent a variety of career anchors.
As an illustration of this, Chapter 5 describes the various ways in which career anchors
are manifested in the experiences of women in the American IT workforce. This is
accomplished by considering three aspects of career anchors: 1) influences of background
and life experiences on career anchor manifestations; 2) cluster aspects of career anchors;
and 3) temporal aspects of career anchors. Finally, Chapter 5 describes the interaction
between career anchors, career satisfaction and turnover intentions of women in this
study.

Preliminary Phase Overview: Theme Identification

The purpose of the preliminary phase was to identify and explore themes related
to female career anchors and their role in career experiences and decisions. During this
phase, relevant themes and the categorical components of career anchors, organizational
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climate and their relevance to female retention in the IT workforce were identified and
explored. This phase consisted of an in-depth literature survey of published research on
the IT workforce and gender and IT.20 This phase also included a qualitative analysis of
an existing dataset from a field study conducted by Trauth21 that consisted of 92
interviews with women in the IT workforce. The remainder of this section presents career
anchor themes that were identified in the preliminary analysis of this research.22

Emergent Themes about Career Anchor Manifestations

Evidence of the existence of all career anchors was found among the women in
the preliminary phase of this study.23 (See Table 8 for a summary of career anchors
manifestations or Appendix E for a detailed summary of career anchors among women in
the dataset from the preliminary phase of this study). Although the women in the dataset
expressed sentiments across all the career anchors, one commonality is that the majority
of the women were aligned with one of the following: technical competence, managerial
competence, or organizational security. Specifically, of the 92 women included in the
dataset, 74 women (or 80 percent) spoke about values associated with one of these three
career anchors. The most prevalent career anchor was technical competence, which was
20

Findings from the analysis of previously published research on the IT workforce are presented in Chapter
2 of this dissertation. Findings from the analysis of previously published research on gender and IT are
presented in Chapter 3 of this dissertation. A discussion of how these findings were used to inform the
creation of the questionnaire developed in this research is presented in the Questionnaire Development
section of this chapter.
21
Principal Investigator Eileen M. Trauth, Ph.D.; National Science Foundation Grant Number EIA0204246; Program Years 2002 to 2007.
22
Initial results from the analysis of the preliminary phase are published in Quesenberry and Trauth (2007).
These results are incorporated in the expanded discussion of the themes presented in this chapter.
23
The figures in this table do not total 92 women because the career anchor alignments do not have a one to
one ratio per participant. Rather, several women in the dataset from the preliminary phase identified with
one or more career anchors. All 92 women identified with at least one career anchor. Additional discussion
of the cluster aspects of career anchors is found later in Chapter 5.
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evident among 30 women in the dataset (or 33 percent). Managerial competence and
organizational security were also commonly identified among the women. Twenty-six
women (or 28 percent) identified with managerial competence and 22 women (or 24
percent) identified with organizational security. Several of the career anchors –
challenge/variety,

autonomy/independence,

entrepreneurship/creativity

and

service/dedication – were found to a moderate extent among women in the dataset.
Fourteen

women

(or

autonomy/independence.
entrepreneurship/creativity.

15

percent)

Thirteen
Eleven

identified

with

challenge/variety

and

women

(or

14

percent)

identified

with

women

(or

12

percent)

identified

with

service/dedication. The remainder of the career anchors – lifestyle integration, geographic
security, and identity – were found among a fewer number of women. Six women (or 7
percent) identified with lifestyle integration and geographic security. Only three women
(or 3 percent) identified with the identity career anchor (the desire to work for a
prestigious organization). The remainder of this section discusses these manifestations by
career anchor type.
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Table 8: Preliminary Phase Career Anchor Manifestations
(Table taken from Quesenberry and Trauth 2007)

Career Anchor Alignment
Technical Competence
Managerial Competence
Organizational Security
Autonomy/Independence
Challenge/Variety
Entrepreneurship/Creativity
Service/Dedication
Lifestyle Integration
Geographical Security
Identity

# of Women
30
26
22
14
14
13
11
6
6
3

% of Women
33%
28%
24%
15%
15%
14%
12%
7%
7%
3%

The remainder of this section describes how constructs from prior research and
the individual differences theory of gender and IT are related to each career anchor type.
In this discussion, themes about career anchor manifestations are presented by category.
In addition, the individual difference theory of gender and IT is employed to identify
variation within a given career anchor category. This theoretical approach allowed for a
multi-layered analysis of the relevant constructs. The purpose of this analysis is to
identify and understand the variation of influences among women by career anchor types.
(The emergent themes identified in the preliminary phase can be found in Appendix D).

Technical Competence

Thirty women (or 33 percent) in the dataset from the preliminary phase expressed
sentiments aligned with the technical competence career anchor. (See Appendix F for
individual identity constructs for each woman). The technical competence career anchor
refers to the desire for technical activities in order to gain proficiency or perfect skills in a
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certain area. These women spoke about valuing a career that afforded them opportunities
to gain proficiency or to perfect skills in technical areas. The women frequently spoke
about their passion for technology as the primary factor motivating their career choice.
Many of women also explained that their interest in IT initially stemmed from a natural
ability to work with computers. Eight of the women expressed an interest in playing
video games. Nine of the women also considered themselves to be “computer geeks” or
an individual who has a passion for the pursuit of computer knowledge. The nine women
who identified themselves as geeks spoke about this quality as a positive aspect of their
personality. Furthermore, many of women spoke about role models, and in particular
male role models, as an important part of their initial exposure to IT. In fact, 25 women
(or 30 percent) who spoke about technical competence also spoke about fatherhood
themes.24
Twenty-four of the 30 women in the dataset who are aligned with the technical
competence career anchor also discussed several personal characteristics that they found
important to their technical careers. These characteristics included: having an “if-thenelse” type mentality,25 a passion for learning new things quickly, having the ability to
learn new technical skills without formal training through “trial by error” experiences.
Several of the women also spoke about the feelings of self fulfillment that they gain from
careers in the IT workforce. Some women also discussed the need for organization and
control that they find satisfied in a technical career.

24

Trauth defines “fatherhood themes” as any influence on an individual by her father (e.g., father’s work
background, role in the home, etc.).
25
“If-then-else” mentality refers to the logical structure of computer programming and the ability to
conceptualize problems as either-or statements.
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Managerial Competence

Twenty-six women (or 28 percent) in the dataset from the preliminary phase also
expressed sentiments aligned with the managerial competence career anchor. The
managerial competence career anchor refers to the desire for managerial activities such as
supervising, managing and coordinating the work of others. Not surprising is that seven
of the eight chief executive officers (CEOs) and chief information officers (CIOs) in the
dataset expressed sentiments consistent with the managerial competence career anchor.
Other women in the dataset have not received the professional success of these CIOs, but
still have aspirations to pursue management careers in the IT workforce. Many of these
women are currently employed in middle-management positions and entry-level
management positions.
The majority of women in the dataset who are aligned with the managerial
competence career anchor also discussed several factors important to IT management
careers. Several women discussed the need to have both hard and soft skills. These
women expressed an interest in working with IT and a building an in-depth knowledge of
the technical aspects of their careers. The majority of women also spoke about
interpersonal communication competence as a foundation to managerial competence.
Many women believed that leadership skills are a foundation to managerial competence.
Several women shared experiences about challenging situations associated with being a
female manager in a male dominated workforce. In addition, 21 of the 26 women also
spoke about the importance of role models. Furthermore, several of the women discussed
the importance of earning graduate degrees in order to move into management. In fact,
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ten of the 26 women who expressed sentiments aligned with the managerial competence
career anchor hold graduate degrees.

Organizational Security

Twenty-two women (or 24 percent) in the dataset from the preliminary phase
expressed sentiments aligned with the organizational security career anchor. The
organizational security career anchor refers to the desire for a career that affords financial
security primarily in the form of salary and benefits. Many of the women in the dataset
pursued a career in the IT workforce because of the industry growth and lucrative pay. A
few women made career changes into the IT workforce from other industries because
they felt the job security was enticing. Once employed in the IT workforce, several of
these women spoke about basing their continued career choices on organizational
security. A few of the women in the dataset from spoke about sentiments aligned with
organizational security not only from a salary perspective, but also from health benefits
and job security perspectives.
Background characteristics also had a role in the alignment with the
organizational security career anchor. Nine of the 22 women in the dataset from the
preliminary phase who expressed sentiments aligned with the organizational security
career anchor also came from low income families. These nine women explained that
their parents typically worked in blue collar or service occupations with high school
degrees. The women spoke about how the hardships in their childhood enticed them to
work harder in order to achieve monetary success in their careers. In addition, five of the
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eight single mothers in the dataset spoke about sentiments aligned with the organizational
security career anchor. These women explained that, as the primarily financial providers
of their families, income is highly valued. Furthermore, 13 of the 22 women in the dataset
who expressed sentiments aligned with the organizational security career anchor also live
in the Boston, Massachusetts (as compared to the three women from North Carolina and
the six women from central Pennsylvania). Three of these women from Massachusetts
explained that the high housing costs and overall cost of living made it difficult for
single-income families to live in the area.

Autonomy/ Independence

Fourteen women (or 15 percent) in the dataset from the preliminary phase
expressed sentiments aligned with the autonomy/independence career anchor. The
autonomy/independence career anchor refers to the desire to be free of constraints and
restrictions to pursue individual goals. Thirteen of the 14 women in the dataset who
spoke about sentiments aligned with the autonomy/independence career anchor also
spoke about motherhood themes. Many of the women felt they derived their internal
strength from strong women present in their lives. Also, several of the women in the
dataset felt that they would have little sense of organizational loyalty if their
independence was threatened.
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Challenge/Variety

Fourteen women (or 15 percent) in the dataset from the preliminary phase
expressed sentiments aligned with the challenge/variety

career

anchor. The

challenge/variety career anchor refers to the desire for several types of challenges and the
need to overcome difficult obstacles and situations. Many of the women spoke
specifically about how doing IT work is a challenge. Many of the women also spoke
about working in a male dominated industry as a challenge in itself that they enjoyed
taking on. All 14 women who spoke about challenge and variety also considered
themselves to be assertive. In addition, many of the women spoke about the ways in
which working in the IT workforce satisfied their need for variety in their careers.
Finally, several of the women in the dataset mentioned that they have little sense of
organizational loyalty if the variety of their job is threatened. Ten of the 14 women who
spoke about challenge and variety had experienced one or more job changes during their
careers in the IT workforce.

Entrepreneurship/Creativity

Thirteen women (or 14 percent) in the dataset from the preliminary phase
expressed sentiments aligned with the entrepreneurship/creativity career anchor. The
entrepreneurship/creativity career anchor refers to the desire to create new products or
services. Several women in the dataset started their own IT companies. Additionally,
many of the women also spoke about their desire to use creativity in their work. For the
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most part, the focus of the entrepreneurship/creativity career anchor is on the creation of
new products or services despite challenges, risks or obstacles to doing so. Interesting to
note is that 46 percent of the women who spoke about entrepreneurship do not have
children. This perhaps suggests that career risks are easier to make when not financially
responsible for children. All thirteen of the women in the dataset who spoke about
entrepreneurship or creativity also spoke about being motivated to succeed in their
careers despite barriers and challenges.

Service Dedication

Eleven women (or 12 percent) in the dataset from the preliminary phase expressed
sentiments aligned with the service/dedication career anchor. The service/dedication
career anchor refers to the desire to help others and to recognize a change for the greater
good. Many of the women in the dataset spoke about the ways in which IT enables them
to accomplish their goals of helping others. Specifically, six of the women spoke about
the ways in which IT is important for the greater good of the organization and its
employees. Some of the women also spoke about the ways in which they view teaching
about IT is a form of service to others. Three women spoke about the enjoyment they
receive from teaching and mentoring others about IT and the change it can bring to
people’s lives for the better.
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Lifestyle Integration

Six women (or seven percent) in the dataset from the preliminary phase expressed
sentiments aligned with the lifestyle integration career anchor. The lifestyle career anchor
refers to the desire to balance careers with family and personal growth. In terms of family
motivation, most of the women aligned with lifestyle integration are married (86 percent)
or divorced/not remarried (14 percent) and have one or more child (86 percent). Given
their family dynamic and structures, the ability to balance work and life was important
for these women. Many of the women who spoke about the importance of lifestyle
integration also spoke about how their cultural background influenced their values. All
six of the women spoke about the national or regional messages they have encountered
about attitudes towards women working. These findings were presented in Trauth et al.
(2006).

Geographical Security

Six women (or seven percent) in the dataset from the preliminary phase expressed
sentiments aligned with the geographical security career anchor. The geographical
security career anchor refers to the desire to remain in the geographic region where an
individual lives and works (i.e. not wanting to move away from one’s place of residence).
The region where the women lived also appears to have a role in alignment with the
geographical security career anchor. Half of the women aligned with geographical
security are from Boston, Massachusetts and the other half is from central Pennsylvania.
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Interestingly, none were from North Carolina, which was not surprising given that a large
number of the women interviewed were not originally from North Carolina. Many of the
women who identified with geographical security spoke about family roots as being a tie
to a specific region. Sixty-six percent of the women aligned with geographic security
have children and did not want to move them out of school or away from their extended
family. Many of the women who spoke about geographic security also spoke about the
trade-offs for career advancement that they would be willing to make in order to remain
in the region.

Identity

Three women (or three percent) in the dataset from the preliminary phase
expressed sentiments aligned with the identity career anchor. The identity career anchor
refers to the desire for status from working at a powerful or prestigious organization. The
three women who were aligned with the identity career anchor have a number of
individual influences in common. All three women spoke about work as an important
component of their lives and all three felt a strong sense of self-esteem. In addition, the
women spoke about taking new internal positions and promotions in order to remain
employed at a particular organization for an extended period of time.
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Emergent Themes about Career Anchor “Clusters”

Several important findings about career anchor “clusters” resulted from the
exploration of women’s career anchors during the preliminary phase.26 The term “career
anchor clusters” is used to describe a situation where one individual is aligned with
multiple career anchors (as opposed to a single career anchor). First, a combination of
career anchors was found for a given individual. Forty-four of the 92 women in the
dataset spoke about sentiments aligned with one or more career anchor. This is contrary
to Schien’s claim that individuals can only be aligned with a single career anchor. The
women included in the preliminary analysis expressed values associated with multiple
career anchor types, thereby forming career anchor clusters.
Another important finding about career anchors clusters is that technical
competence and managerial competence are mutually exclusive; no woman in the dataset
expressed high values for both categories. Some of the women felt that as they climbed
the corporate career ladder in the IT workforce they were forced to decide if they should
relinquish their technical skills in order to develop management skills. A few women
explained that they worked very diligently to ensure their skill set would remain technical
rather than managerial.
Typically the discussion of career values and motivations resulted in the
identification of primary and secondary career anchor alignments. The majority of the
women who are aligned with multiple career anchors spoke about one career anchor as a
dominate influence and the other anchors as lesser influences. The strongest example of
career anchor clusters is that many of the women who expressed dominant values about
26

These findings are presented in Quesenberry and Trauth (2007).
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technical and managerial competence also spoke to a lesser extent about the value of
facing challenges. These women frequently spoke about their desire to overcome difficult
obstacles and situations as it relates to the content of their work. Furthermore, a number
of women who were aligned with the technical competence career anchor also spoke to a
lesser extent about the value they place on independence and the ability to make
decisions over the course of their careers. These women spoke about their desire to be
free of constraints and restrictions in order to pursue technical competence.
The organizational security career anchor was typically expressed as a secondary
value to other career anchors. For instance, of the 22 women who spoke about
organizational security, 18 of them also spoke about values aligned with other career
anchors. For instance, one woman described organizational security in the IT workforce
as “the cherry on top,”27 but not the only factor influencing her career choice. Frequently,
statements about the organizational security career anchor were found among women
with both technical and managerial competence values. More specifically, of the 22
women who spoke about organizational security, nine of them also spoke about technical
or managerial competence.

Emergent Themes about Temporal Characteristics of Career Anchors

Results from the analysis of the dataset from the preliminary phase found that
career anchors vary in terms of temporal characteristics. For example, Schein (1990)
argues that once an individual establishes a career anchor, that anchor is unlikely to shift
27

The expression “cherry on top,” referring to the cherry on top of an ice cream sundae, is meant to
describe the condition in which the addition of a particular item is considered a bonus and not a
requirement.
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during his or her career. This argument held true in this analysis with regard to technical
and managerial competence. Throughout the majority of the women’s life stories these
career anchor values appear to be fairly constant. However, the manifestations of these
two anchors appeared at different times in the women’s lives. On the one hand, technical
competence appeared earlier for the women in the dataset as they typically discussed
values and motivations related to this career anchor beginning at an early age (i.e. during
secondary or post secondary education). This early appearance may be due to early
exposure to IT in schools and the home. On the other hand, women typically expressed
values about managerial competence later in their careers (i.e. once they had experiences
as managers or the ability to move up in their careers). Some of the women also felt that
they were exposed to new opportunities, which lead to an interest in a management
career. Thus, even though women remain aligned with either technical or managerial
competence, what varies is the point in their career when this alignment is realized.
Conversely, some career anchors did not hold constant throughout a woman’s
career history. Lifestyle factors, or the desire to balance life and work, are occasionally
discussed by women with young children, but became less of a focus as their children
aged. For example, some women explained that for a number of years they valued a
career that allowed them to balance work and life in order to care for young children. Yet,
when these children reached an older age, many of the women were again focused on
their careers and did not place as much importance on work-life balance issues. Also, the
women who expressed values about being faithful to a geographic region typically had
children in secondary education and were not willing to move them at that point in time.
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Emergent Themes about Career Anchors, Career Satisfaction and Turnover Intention

Evidence of high career satisfaction and low turnover intention was found among
the women in the dataset from the preliminary phase of this study. Career satisfaction
refers to the extent to which an employee has a degree of affective orientation toward his
or her career (J. Jiang & Klein, 1999-2000). The majority of the women expressed
satisfaction with their careers in the IT workplace. Specifically, 40 or 43 percent of the
women in the dataset expressed sentiments of career satisfaction. Yet, only eight women
(or nine percent) expressed sentiments of being unsatisfied with their career. (See Table 9
for a summary of career satisfaction among women in the dataset from the preliminary
phase of this study).

Table 9: Preliminary Phase Career Satisfaction

Career Anchor Alignment
Technical Competence
Managerial Competence
Organizational Security
Autonomy/Independence
Challenge/Variety
Entrepreneurship/Creativity
Service/Dedication
Lifestyle Integration
Geographical Security
Identity

Career Satisfaction
Satisfied
Unsatisfied
Unknown
#
%
#
%
#
%
15
50%
2
7%
13
43%
15
58%
2
7%
9
35%
5
23%
3
14%
14
64%
5
36%
0
0%
9
64%
5
36%
2
14%
7
50%
6
46%
2
15%
5
38%
5
45%
1
9%
5
45%
1
17%
2
33%
3
50%
1
17%
0
0%
5
83%
1
33%
0
0%
2
67%

The majority of the women also expressed low intentions of leaving the IT
workplace. Turnover intention is an employee’s stated intent to leave an organization (J.
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Jiang & Klein, 1999-2000). Specifically, 42 women (or 46 percent) in the dataset from
the preliminary phase expressed sentiments of not intending to leave their organization.
Whereas, only 11 women (or 12 percent) in the dataset expressed sentiments of turnover
intention. As expected, high career satisfaction was directly correlated with low
intentions to turnover. With the exception of two women all those who expressed
sentiments of career satisfaction also expressed sentiments of low turnover intention and
vice versa. One woman explained that she enjoys the content of her work, but does not
like the organizational context where she works. Likewise, another woman explained that
she is happy with a career in IT, but is unhappy with her work environment. (See Table
10 for a summary of turnover intention among women in the dataset from the preliminary
phase of this study).

Table 10: Preliminary Phase Turnover Intention

Career Anchor Alignment

Technical Competence
Managerial Competence
Organizational Security
Autonomy/Independence
Challenge/Variety
Entrepreneurship/Creativity
Service/Dedication
Lifestyle Integration
Geographical Security
Identity

Turnover Intention
Intends to
Does Not
Unknown
Turnover
Intend to
Turnover
#
%
#
%
#
%
4
13%
15
50%
11
37%
3
12%
15
58%
8
31%
4
17%
6
25%
12
50%
0
0%
6
43%
8
57%
3
21%
5
36%
6
43%
3
23%
5
38%
5
38%
1
9%
5
45%
5
45%
2
33%
2
33%
2
33%
0
0%
2
33%
4
67%
0
0%
1
33%
2
67%
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Although the interviews from the dataset in the preliminary phase thoroughly
investigated the career histories of the participants, the interviews did not explicitly
inquire about career satisfaction or turnover intention. As a result, it was difficult to infer
the career satisfaction and turnover intentions of many of the participants. The women
were coded as satisfied or unsatisfied with their career if and when they explicitly stated
their feelings about the topic. Likewise, the women were coded as intending or not
intending to turnover if and when they explicitly stated their feeling to do so. It was not
possible to infer the career satisfaction of 44 women (or 48 percent) or turnover intention
of 39 women (or 42 percent) in the dataset.
The interpretation of career satisfaction and turnover intention was limited for
several reasons. First, in the majority of the interviews the women did not explicitly state
their feelings about career satisfaction and turnover intention. Unlike career anchors
topics, career satisfaction and turnover intention were not a primary focus of the
discussion about the women’s career histories. Second, the interviews covered a variety
of themes about a woman’s experience in the IT workforce, but the women did not
typically indicate how these themes affect their overall feelings about employment
decisions. For example, many of the women spoke about facing hostile situations in the
workplace such as discrimination, sexual harassment and closed social networks.
Although, it could be assumed that these situations might lead to low career satisfaction,
this was not necessarily the case among the women. Rather, many women demonstrated
coping strategies, allowing them to more successfully navigate negative aspects of their
careers in a way that may have impacted their lives, but did not diminish their overall
career satisfaction or turnover intention. Finally, the temporal aspects of the interview
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made it difficult to infer career satisfaction and turnover intention. For example, some of
the women spoke about situations in their past that led to dissatisfaction or and intentions
to leave. Yet, over time the sentiments may have lessened or the situations may have
changed. As a result, it was difficult to determine whether feelings about career
satisfaction and turnover intention early in a woman’s career still held true in later years.

Empirical Phase Overview: Theme Analysis and Refinement

The purpose of the empirical phase was to investigate and further refine the
understanding of career anchor alignment of women in the IT workforce and their role in
career satisfaction and turnover intention. The empirical phase served as the primary
portion of the research presented in this dissertation as it directly addressed the research
questions identified in Chapter 4. In doing so, a quantitative investigation was conducted
that consisted of several components. The first component was the development of a
questionnaire instrument based upon findings from the preliminary phase. The
questionnaire is based in part on the analyses of published literature on the IT workforce
and gender and IT, the Career Orientations Inventory (COI) developed by Schein (1990),
and the analysis of Trauth’s qualitative dataset. The second component of the quantitative
investigation was the administration of the questionnaire. The questionnaire was
administered on-line at four organizations with 210 women employed in the U.S. IT
workforce. The final component of the quantitative investigation was the analysis of
female responses to the questionnaire. Additional details about the questionnaire
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development, administration, analysis and interpretation of the empirical phase are
provided in the remainder of this chapter.

Empirical Phase: Questionnaire Development

The first stage of the empirical phase was the development of a questionnaire
instrument. (The questionnaire can be found in Appendix G). The questionnaire was
developed in order to gather data about career values and motivations of women in the IT
workforce. This questionnaire consists of 72 questions and is broken into four sections: 1)
background information; 2) occupational information; 3) career values and motivations;
and 4) emergent themes. The development of the questionnaire was based on the results
of three analyses: 1) an analysis of published IT workforce research; 2) an analysis of
published IT and gender research; and 3) a qualitative analysis of an existing dataset. The
remained of this section describes how findings from the preliminary phase were used to
inform the subsequent development of the questionnaire in the empirical phase.

Questionnaire Formation

Developed by Schein (1990), the Career Orientations Inventory (COI) is the most
common tool to determine an individual’s career anchor alignment. The COI is a 41 item
questionnaire based on a 6-point Likert-type scale used to gather background information
about an individual’s area of competence, motives and values. A structured calculation
can be used to determine an individuals’ career anchor alignment. A low score on
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questions about a specific a career anchor indicates its low importance to the participant,
whereas a high score indicates that the anchor is of central importance. The COI has
exhibited high reliability and validly in measuring career anchors in prior research (e.g.
Crook et al., 1991; DeLong, 1983). Consequently, the majority of researchers administer
the COI in their investigations of career anchors in order to identify the alignment of their
participants. The questionnaire developed in the empirical phase of this research also
included all of the questions from the COI (see Appendix G: Career Values and
Motivations, Questions 1 – 41).
Many researchers have attempted to reconcile the wide range of findings of career
anchors among IT professionals by including the analysis of additional factors such as
age and gender in the analysis of their findings. Yet, these studies have also produced a
diverse body of research that is conflicting and tends to categorize women into a single
group. At the same time, a large body of research by Trauth has applied her individual
differences theory of gender and IT to studies of female IT professionals in order to
understand the nuances of human behavior. In doing so, the theory can be used to
investigate the variation across women (A. Morgan & Trauth, 2006; A. J. Morgan et al.,
2004; Quesenberry et al., 2004; Quesenberry and Trauth 2005; Quesenberry and Trauth
2006; Quesenberry and Trauth 2007; Quesenberry et al., 2006; Trauth, 2002, , 2006;
Trauth and Quesenberry 2005; Trauth and Quesenberry 2007; Trauth et al., 2004). The
individual differences theory of gender and IT was subsequently applied in this research
in order to investigate the role of individual identity, individual influences and
environmental influences in career anchor alignment. Several questions were included in
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the questionnaire that inquired about demographics, background data and occupational
data (see Appendix G: Background Information and Occupational Information).
A variety of additional background themes emerged from the qualitative analysis
of Trauth’s dataset in the preliminary phase of this study. Many of the women in Trauth’s
dataset who were aligned with technical competence spoke about having an interest in
and IT career from a very young age. Consequently, a question was included that
inquired about this theme (see Appendix G: Emergent Themes, Question 1). In addition,
several of the women spoke about meeting the challenges of being a woman in a male
dominated field. Hence, a question was included that asked “do you accept the challenges
associated with a career in the IT workforce?” (see Appendix G: Emergent Themes,
Question 2). Given the difficulties of interpreting career satisfaction and turnover
intention from the qualitative dataset, the questionnaire included explicit questions on
these issues (see Appendix G: Emergent Themes, Questions 3 and 4). Based upon
findings about social networks published in Morgan et al. (2006; 2004) the role of social
networks in sharing knowledge and resources has been identified as an important aspect
of organizational climate. As a result, a question was included that inquired about the
interaction of co-workers as a means of information sharing (see Appendix G: Emergent
Themes, Question 6). Unfortunately, other questions about the organizational climate
themes could not be included in the questionnaire. Although questions were initially
developed, they had to be removed because the participating organizations did not allow
sensitive inquires about their corporate climate to be included in the questionnaire.
Schein (1985) argues that individuals have a single career anchor that ranks
higher than all other anchors. Yet, many IT workforce researchers have found this to not
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be the case (e.g. DeLong, 1982; Ramakrishna & Potosky, 2003; Suutari & Taka, 2004).
Rather, they have found that IT professionals have a number of career anchors or a
“career clusters.” These findings were also supported in the analysis of Trauth’s dataset.
In the review of her dataset it was found that 44 of the 92 women spoke about sentiments
aligned with one or more career anchor. As a result, a question was included in the
questionnaire that asked the participants to self-identify all of the career anchor types that
they felt applied to them (see Appendix G: Emergent Themes, Question 9).
Schein (1990) selected the term career anchor because it serves as a stabilizer
throughout an individual’s career regardless of the number of occupational changes. He
argues that once an individual establishes a career anchor, that anchor is unlikely to shift
during his or her career. Hence, occupations or industries may change, but career anchors
remain constant over time. Although the IT workforce research did not focus on temporal
aspects of career anchors, results from the analysis of Trauth’s dataset from the
preliminary phase found that career anchors vary in terms of temporal characteristics.
Given this dissimilarity, a question was included in the questionnaire that inquired about
the temporal nature of career anchors (see Appendix G: Emergent Themes, Question 10).

Questionnaire Structure

Several techniques were used in the development of the instrument and
specifically in the question formation process (Groves et al., 2004). First, non-sensitive
questions, namely background information and occupational information, were listed in
the beginning of the questionnaire (see Appendix G: Background Information, Questions
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1 – 15 and Occupational Information, Questions 1 – 5). These questions were closed
questions in that they were specific and contained all reasonable possibilities as answer
choices. The non-sensitive questions were followed by sensitive questions about career
values and motivations, and were taken from the COI (see Appendix G: Career Values
and Motivations, Questions 1- 41). These questions were more open-ended, longer in
length, and asked about longer periods of time. Finally, additional sensitive questions
about attitudes towards career retention decisions were asked (see Appendix G: Emergent
Themes, Questions 1 – 10). These questions were attitude questions that avoided doublebarreled questions,28 measured the strength of the attitude and started with the least
popular items (Groves et al., 2004; Tanur, 1984).

Questionnaire Evaluation

The questionnaire underwent a rigorous evaluation procedure to ensure its
effectiveness and validity before being formally utilized in this research. First, reviews
were held with subject matter experts who are experienced in quantitative research and
gender and the IT workforce research in order to access question formation. Specifically,
members of this researcher’s dissertation committee provided feedback on the
questionnaire instrument. Following this, the questionnaire was piloted via a face-to-face
administration with four women employed in the IT workforce.29 During the

28

Double-barreled question are questions that have two inquiry points in one statement. Typically these
questions use the terms “or” or “and” to build a two-part question.
29
These four women were representative of the sample used in this research. They were all female IT
professionals employed in the U.S. The ages ranged from 26 years old to 38 years old, two women were
White, one was African American and one was Asian American. In addition, two women were married
(one with a child, one without) and the other two were single with no children.
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administration, cognitive interview questions30 were asked of the women in order to
explore how the questionnaire was interpreted and their responses were formulated. For
example, as the women completed the questionnaire, they were asked cognitive interview
questions such as: “what do you believe this question is asking?” or “can you match your
internally generated answer to a response category given in the questionnaire?” Finally, a
pilot-test of the questionnaire was administered on-line with 15 women employed in the
IT workforce at various organizations in the U.S.31 The women who participated in the
pilot-test of the questionnaire provided feedback on the process. For example, one
participant reported a technical difficulty during the process: she encountered a broken
link in the recruitment letter. This issue was resolved prior to the full administration of
the questionnaire.

Empirical Phase: Questionnaire Administration

The questionnaire was administered on-line using the survey hosting site Survey
Console (www.surveyconsole.com). (The questionnaire as it was administered on-line
can be found in Appendix H). Although a web-based questionnaire is more complex to
complete than a paper based questionnaire, the increased complexity was considered
minimal given the technological experience of the participants. Consequently, an on-line
format was selected as the delivery method of the questionnaire for two reasons. First, an
30

Cognitive interviewing approaches are frequently used in the development of questionnaire instruments.
A cognitive interview is focused on the questions as opposed to the administration procedures. Topics
covered during the cognitive interviews in this research included: comprehension of the questions, decision
processes and response processes.
31
These 15 women were also representative of the sample used in this research. They were all female IT
professionals employed in the U.S. The ages ranged from 23 to 54 years old. The women also came from
range of racial / ethnic backgrounds, relationship statuses, and motherhood statuses.

129

on-line questionnaire increased the degree of privacy and confidentiality the participant
had while completing the survey. This was of particular importance given the several
questions that inquired about career satisfaction and turnover intentions. In addition, the
on-line questionnaire utilized computer technology to automate routing in complex
questionnaires and edit checks (Ballard & Prine, 2002; Bandilla et al., 2003).
As discussed in Chapter 4, this research used cluster sampling techniques in the
selection of these research participants. With cluster sampling potential participants are
drawn from a limited number of organizations (Stone, 1981). The researcher limited the
organizational research sites to four companies in the U.S. for-profit sector. These
particular organizations were chosen because their characteristics varied in terms of firm
size, location and type of IT business.
The first organizational research site included in this research is a global
accounting firm that employs over 140,000 people in 149 countries. The organization
specializes in assurance, tax, human resources, transactions, performance improvement
and crisis management solutions for their clients. The organization also has an internal IT
department, based in central Florida, who provides technical solutions for employees
within the organization. Initial contact was made with the manager of the U.S. IT Field
Services group in order to gain permission to conduct research at the organization. This
manager distributed the questionnaire recruitment letter to all of the females serving
internal IT roles at the firm (466 women). A total of 164 women completed the
questionnaire, resulting in a 35 percent response rate. (See Table 11 for information about
the organizational research sites).
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Table 11: Organizational Research Sites

Research Site
Organization One
Organization Two
Organization Three
Organization Four

# of
Employees
140,000
3500
60
100

# of
Participants
(n = 210)
164
29
13
4

# of
Participants
Recruited
466
68
22
10

Response
Rate
35%
43%
59%
40%

The second organizational research site included in this research is a medium
sized IT consulting firm that employs over 3500 people in 13 countries. The organization
specializes in IT solutions, modeling and simulation, wireless spectrum, naval
architecture, and defense operations for U.S. government and military contracts. The
organization currently has an IT contract with the U.S. Department of Defense to assist
with IT related issues associated with base installations and environments. This project is
comprised of 450 people primarily located in the Washington D.C. area. Initial contact
was made with the project manager in order to gain permission to conduct research at the
organization. This manager distributed the questionnaire recruitment letter to all the
women employed in IT roles on the project (68 women). A total of 29 women completed
the questionnaire, resulting in a 43 percent response rate at the organization.
The third organizational research site included in this research is a small software
firm that employs 60 people in central Pennsylvania. The organization specializes in the
creation of home care software programs. Initial contact was made with the owner of the
organization in order to gain permission to conduct research at the organization. The
owner distributed the questionnaire recruitment letter to all the women employed in IT
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roles in the firm (22 women). A total of 13 women completed the questionnaire, resulting
in a 59 percent response rate.
The fourth organizational research site included in this research is a small IT firm
that employs approximately 100 people in central Pennsylvania. The organization
specializes in IT infrastructure, network engineering, software development, business
applications and IT staffing. Initial contact was made with the owner of the organization
in order to gain permission to conduct research at the organization. A human resources
manager then distributed the questionnaire recruitment letter to all the women employed
in IT roles in the firm (10 women). A total of four women completed the questionnaire,
resulting in a 40 percent response rate.

Empirical Phase: Questionnaire Analysis and Interpretation

Crook et al. (1991) recommend investigating employee career anchors on the
basis of a diverse group of individuals. Hence, in terms of personal characteristics the
sample was comprised of women who represent a range of ages, demographic
backgrounds, educational backgrounds, levels of management and job classifications,
relationship statuses and family compositions. The women range in age from 21 to 62
with the media age being 40 years old. The women also represent a variety of racial and
ethnic

identities

including

European

Americans,

African

Americans,

Asians,

Hispanics/Latinas, and Middle Eastern women. Thirty-three of the women are single, 17
are in a committed relationship, 141 are married, 16 are divorced/not remarried and 3 are
widowed. Ninety-seven of the women do not have children and 113 have one or more
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children. Two-hundred and two of the women identify as heterosexual, four women as
lesbians, three as bisexual and one woman did not reveal her sexual orientation. In terms
of organizational characteristics the sample was comprised of women with diverse job
titles, career levels, technical levels, length of time in their current organization, IT
industry and their career overall. The women hold job titles spanning the field of IT work
including: managers, programmers/software engineers, systems integrators, quality
assurance engineers, IT administrators, web developers, and consultants. (Participant
backgrounds and characteristics from the empirical phase can be found in Table 12 or
detailed analyses can be found in Appendix I).
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Table 12: Participant Background and Characteristics

Demographic Information
Median Age
Racial/Ethnic Background
European/White American
African/Black American
Asian/Indian American
Middle Eastern American
Hispanic American
Other
Sexual Orientation
Heterosexual
Homosexual
Bisexual
Unknown
Relationship Status
Single
Partnered
Married
Divorced (Not Remarried)
Widowed
Motherhood Status
No Children
One Child
Two Children
Three or More Children
Total

# of
Women

% of
Women

40

100%

169
21
6
2
8
4

80%
10%
3%
1%
4%
2%

202
4
3
1

96%
2%
1.5%
0.5%

33
17
141
16
3

16%
8%
67%
8%
1%

97
45
47
21
210

46%
21%
22%
10%
100%

Career Anchor Manifestations

Evidence of all career anchor types was found among the women in the empirical
phase of this study according to the results from the COI.32 (See Table 13 for a summary
of career anchor manifestations via the COI among women from the empirical phase of
32

Career anchor alignment is determined by an algorithm based on the responses of several career values
and motivations questions. (See Appendix F: Career Values and Motivations, Questions 1 – 41).
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this study).33 Although, the women were aligned with all of the career anchors, the
majority of the women were aligned with lifestyle integration. Specifically, of the 210
women, 78 women (or 37 percent) were aligned with lifestyle integration. Organizational
security and challenge/variety were also commonly aligned with the women. Thirty-two
women (or 15 percent) were aligned with organizational security and 28 women (or 13
percent) were aligned with challenge/variety. Twenty-two women (or ten percent) were
aligned with technical competence, 16 women (or eight percent) with service/dedication,
15

women

(or

seven

percent)

with

autonomy/independence

and

entrepreneurship/creativity, and four women (or two percent) with managerial
competence.

Table 13: Career Anchor Manifestation

Career Anchor Alignment

# of Women

% of Women

Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Service/Dedication
Autonomy/Independence
Entrepreneurship/Creativity
Managerial Competence

78
32
28
22
16
15
15
4

37%
15%
13%
10%
8%
7%
7%
2%

33

The COI is based upon Schein (1990) categorization of career anchors. His categorization does not
include two career anchor types, geographical security and identity, which are typically found in
organizational behavior studies. Therefore, statistics about these two categories were not captured through
the COI calculations.
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Individual Identity and Background Characteristics

A variety of individual identity and background characteristics were analyzed in
order to determine if these factors have an association with career anchor alignment.
Specifically, the following characteristics were examined: age, racial and ethnic
background, sexual orientation, relationship status, number of children, highest degree
earned, degree type, years in the IT workforce and years in current job. The remainder of
this section discusses the association of each of these characteristics with career anchor
alignment.
The ages of the women were evenly distributed across career anchors as shown in
Table 14. The highest mean (44.3 years old) was found for the autonomy/independence
career anchor and the youngest mean (37.3 years old) was found for the managerial
competence career anchor. Analysis of variance (ANOVA) tests, as shown in Table 15,
demonstrates that there are no significant differences in the average ages of women with
different career anchors (F=.867, df=7,209, p=.53). Therefore, it is concluded that there is
no relationship between age and career anchor alignment.
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Table 14: Career Anchors by Age

Career Anchor Alignment

Mean

N

Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Service/Dedication
Autonomy/Independence
Entrepreneurship/Creativity
Managerial Competence
Total

40.4
40.8
41.1
38.4
39.5
44.3
38.7
37.3
40.4

78
32
28
22
15
16
15
4
210

Std.
Deviation
8.1
8.9
7.7
9.3
10.5
8.1
9.4
10.0
8.6

Table 15: ANOVA Analysis for Career Anchors by Age34

Between Groups
Within Groups
Total

Sum of
Squares
450.8
15002.7
15453.5

Df
7
202
209

Mean
Square
64.4
74.3

F

Sig.

.867

.533

The racial and ethnic backgrounds of the women were evenly distributed across
career anchors as shown in Table 16. In this table the columns sum to 100 percent, but
many of the non-White categories have small counts and zero cells. Therefore, the power
of analysis is limited by the number of women in the non-White category. For purposes
of analysis the racial/ethnic identity categories are collapsed into Caucasian, African

34

Sum of squares measures variation of individual values around the overall mean. The df (or degree of
freedom) is equal to the total sample size minus 1. F tests are statistical tests based on ratios of sums of
squares and other statistics, used to test equality of means in analysis of variance. Using the conventional
definition with alpha=0.05, a result is said to be statistically significant when the result would occur less
than 5% of the time if the populations were really identical. Between groups measures variation of the
group means around the overall mean. Within groups measures variation of individual values around their
respective group means. It has degrees of freedom equal to total sample size minus the number of groups
(Hamilton, 1996; Klugh, 1974).
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American/Black and Other in order to eliminate zero categories as shown in Table 17.
While this procedure removes the instability in chi square caused by small cell
frequencies, it does not improve the significance value. Therefore, it is concluded that
there is no relationship between racial/ethnical identity and career anchor alignment.

Table 16: Career Anchor and Racial/Ethnic Identity Crosstabulation35

64

African
American/
Black
10

37.9%

47.6%

42.9%

12.5%

.0%

.0%

.0%

37.1%

22

6

2

1

0

0

1

32

13.0%

28.6%

28.6%

12.5%

.0%

.0%

50.0%

15.2%

25

0

0

1

0

1

1

28

14.8%

.0%

.0%

12.5%

.0%

50.0%

50.0%

13.3%

20

1

0

0

1

0

0

22

11.8%

4.8%

.0%

.0%

100.0%

.0%

.0%

10.5%

12

2

0

1

0

0

0

15

7.1%

9.5%

.0%

12.5%

.0%

.0%

.0%

7.1%

13

0

0

2

0

1

0

16

7.7%

.0%

.0%

25.0%

.0%

50.0%

.0%

7.6%

10

2

1

2

0

0

0

15

5.9%

9.5%

14.3%

25.0%

.0%

.0%

.0%

7.1%

3

0

1

0

0

0

0

4

1.8%

.0%

14.3%

.0%

.0%

.0%

.0%

1.9%

169
100%

21
100%

7
100%

8
100%

Career Anchor
Alignment
Lifestyle
Integration

White

Organizational
Security
Challenge/
Variety
Technical
Competence
Autonomy/
Independence
Service/
Dedication
Entrepreneurship/
Creativity
Managerial
Competence
Total

Asian

Hispanic

Biracial

Middle
Eastern

Other

Total

3

1

0

0

0

78

1
2
2
210
100%
100%
100%
100%
Chi square =51.376, df=42, p= .152

35

A crosstabulation is a table displaying the joint distribution of two categorical variables (Hamilton, 1996;
Klugh, 1974).
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Table 17: Career Anchor and Compressed Racial/Ethnic Identity Crosstabulation

Other

Total

64
37.9%
22
13.0%
25
14.8%
20
11.8%
12
7.1%
13
7.7%
10

African
American/
Black
10
47.6%
6
28.6%
0
.0%
1
4.8%
2
9.5%
0
.0%
2

4
20.0%
4
20.0%
3
15.0%
1
5.0%
1
5.0%
3
15.0%
3

78
37.1%
32
15.2%
28
13.3%
22
10.5%
15
7.1%
16
7.6%
15

5.9%

9.5%

15.0%

7.1%

Managerial Competence

3
1.8%

0
.0%

1
5.0%

4
1.9%

Total

169
100%

White
Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Autonomy/Independence
Service/Dedication
Entrepreneurship/Creativity

21
20
210
100%
100%
100%
Chi square = 17.15, df=14, p = .248

The sexual orientation of the women was evenly distributed across career anchors
as shown in Table 18. Given that the majority of the women in the sample (96.7 percent)
are heterosexual, there is insufficient variation in sexual orientation for analysis.
Therefore, the number of bisexual and homosexual women in the sample is too small to
allow for a determination.
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Table 18: Career Anchors and Sexual Orientation Crosstabulation

Career Anchor Alignment

Bisexual

Autonomy/Independence
Challenge/Variety
Entrepreneurship/Creativity
Lifestyle Integration
Managerial Competence
Organizational Security
Service/Dedication
Technical Competence
Total

0
1
0
1
0
1
0
0
3

Heterosexual Homosexual Unknown
14
26
15
77
4
30
14
22
202

1
0
0
0
0
1
2
0
4

0
1
0
0
0
0
0
0
1

The relationship statuses of the women were evenly distributed across career
anchors as shown in Table 19. The chi square for career anchor alignment by relationship
status approaches, but does not reach conventional significance (p=.05). In addition, there
is no accurate way to reduce rows or columns without loss of information. Therefore, it is
concluded that there is no relationship between relationship status and career anchor
alignment.
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Table 19: Career Anchors and Relationship Status Crosstabulation

Career Anchor Alignment

Single

Lifestyle Integration

7
21.2%
7
21.2%
5
15.2%
5
15.2%
6
18.2%
1

4
23.5%
2
11.8%
1
5.9%
2
11.8%
2
11.8%
4

62
44.0%
17
12.1%
20
14.2%
13
9.2%
5
3.5%
10

5
31.3%
5
31.3%
1
6.3%
2
12.5%
1
6.3%
1

78
37.7%
31
15.0%
27
13.0%
22
10.6%
14
6.8%
16

3.0%

23.5%

7.1%

6.3%

7.7%

1
3.0%
1
3.0%

1
5.9%
1
5.9%

12
8.5%
2
1.4%

1
6.3%
0
.0%

33

17

141

16

15
7.2%
4
1.9%
207

100.0%

100.0%

100.0%

Organizational Security
Challenge/Variety
Technical Competence
Autonomy/Independence
Service/Dedication
Entrepreneurship/Creativity
Managerial Competence
Total

Partner Married Divorced

100.0% 100.0%

Total

Chi Square = 30.97, df=21, p = .074

The motherhood status of the women was not equally distributed across career
anchors as shown in Table 20. It is noteworthy that nearly half the sample (46.2 percent)
has no children. The highest percentage of mothers was found for the managerial
competence, entrepreneurship/creativity, and lifestyle integration career anchors. The
lowest percentage of mothers was found for the autonomy/independence and
service/dedication career anchor. Table 21 shows the mean number of children by career
anchor type. Again, the highest mean number of children was found for the managerial
competence, entrepreneurship/creativity, and lifestyle integration career anchors. The
lowest mean number of children was found for the autonomy/independence and
service/dedication career anchor. Analysis of variance tests, as shown in Table 22 show
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that there are no significant differences in the average number of children of the women
with different career anchors. More specifically, the mean number of children for each
career anchor type is not significantly different from any other. Therefore, it is concluded
that there is no relationship between motherhood status and career anchor alignment.

Table 20: Career Anchors and Motherhood Status Crosstabulation

Career Anchor Alignment
Autonomy/Independence
Challenge/Variety
Entrepreneurship/Creativity
Lifestyle Integration
Managerial Competence
Organizational Security
Service/Dedication
Technical Competence
Total

No

Yes

Total

11
73.3%
14
50.0%
6
40.0%
31
39.7%
1
25.0%
14
43.8%
9
56.3%
11
50.0%
97
46.2%

4
26.7%
14
50.0%
9
60.0%
47
60.3%
3
75.0%
18
56.3%
7
43.8%
11
50.0%
113
53.8%

15
100.0%
28
100.0%
15
100.0%
78
100.0%
4
100.0%
32
100.0%
16
100.0%
22
100.0%
210
100.0%
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Table 21: Means for Career Anchors by Motherhood Status

Career Anchor Alignment

Mean

N

Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Service/Dedication
Autonomy/Independence
Entrepreneurship/Creativity
Managerial Competence
Total

1.1
1.0
1.0
1.0
0.4
0.7
1.5
1.0
1.0

78
32
28
22
15
16
15
4
210

Std.
Deviation
1.1
1.1
1.2
1.2
0.7
0.9
1.5
0.8
1.1

Table 22: ANOVA for Career Anchors by Motherhood Status

Between Groups
Within Groups
Total

Sum of
Squares
11.7
248.2
259.9

Df
7
202
209

Mean
Square
1.7
1.2

F

Sig.

1.366

.222

Several additional statistical tests were performed to further explore the
relationship of motherhood to career anchor alignment. In these additional tests, all of the
career anchors were combined and compared to the lifestyle integration career anchor as
shown in Table 23. Next, the means and standard deviations were calculated as shown in
Table 24. Finally, a chi square test36 was preformed as shown in Table 25. The chi square
(chi square = 2.08, df=1, p = .150) was not significant indicating no difference in the
proportion of women having children who are aligned with the lifestyle integration career
anchor (60.3 percent) versus all other women (50 percent). Thus, the above analyses

36

A chi square test is used to compare frequencies of two or more groups. Researchers often use chisquares to test nominal data. In essence a chi square test compares how often an event occurred with how
often you might expect that event to occur (Hamilton, 1996; Klugh, 1974).
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demonstrates that there are no differences between the lifestyle integration career anchor
and all other career anchor types in either having children or number of children.

Table 23: Career Anchors by Motherhood Status Cross Tabulation (Condensed)

Career Anchor Alignment
Lifestyle Integration
All Other Career Anchors
Total

No
Children
31
39.7%
66
50.0%
97
46.2%

Children

Total

47
60.3%
66
50.0%
113
53.8%

78
100.0%
132
100.0%
210
100.0%

Table 24: Means for Career Anchors by Motherhood Status (Condensed)

Career Anchor Alignment
Lifestyle Integration
All Other Career Anchors

N

Mean

78
132

1.08
0.94

Std.
Deviation
1.1
1.1

Std.
Error Mean
0.1
0.1

Table 25: Chi Square Career Anchors by Motherhood Status (Condensed)

Statistical Test
Pearson Chi-Square
Continuity Correction(a)
Likelihood Ratio
Fisher's Exact Test
Linear-by-Linear
Association
N of Valid Cases

Value

df

2.075(b)
1.683
2.085

1
1
1

Asymp.
Sig.
(2-sided)
.150
.195
.149

Exact
Exact
Sig.
Sig.
(2-sided) (1-sided)

.156
2.065

1

.097

.151

210

a Computed only for a 2x2 table
b 0 cells (.0 percent) have expected count less than 5. The minimum expected count is 36.03.
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The highest educational degree earned was distributed across career anchors as
shown in Table 26. It is important to note that the two individuals with doctorates were
not included and declared as missing values in Table 26. This was done in order to
exclude this category from the crosstabulation and chi square analyses, hence eliminating
empty or zero cells. Yet, due to the large number of zero and small cells, the chi square is
not reliable. Therefore, it is concluded that there is no relationship between the highest
degree earned and career anchor alignment.

Table 26: Career Anchor and Highest Education Earned Crosstabulation

Career Anchor Alignment
Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Autonomy/Independence
Service/Dedication
Entrepreneurship/Creativity
Managerial Competence
Total

Associates High School Bachelors Masters

Total

15
39.5%
5
13.2%
4

12
36.4%
5
15.2%
4

37
37.0%
14
14.0%
16

13
35.1%
8
21.6%
3

77
37.0%
32
15.4%
27

10.5%

12.1%

16.0%

8.1%

13.0%

6
15.8%
1
2.6%
3
7.9%
4
10.5%
0
.0%

3
9.1%
4
12.1%
2
6.1%
3
9.1%
0
.0%

11
11.0%
5
5.0%
8
8.0%
5
5.0%
4
4.0%

2
5.4%
5
13.5%
3
8.1%
3
8.1%
0
.0%

22
10.6%
15
7.2%
16
7.7%
15
7.2%
4
1.9%

38

33

100

37

208

100.0%

100.0%

100.0%

100.0%

100.0%

Chi Square = 15.698, df = 21, p = .789
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The degree area was distributed across career anchors as shown in Table 27. Due
to the large number of zero and small cells, the chi square is not reliable. Therefore, it is
concluded that there is no relationship between degree area and career anchor alignment.

Table 27: Career Anchor and Degree Area Crosstabulation

Career Anchor
Alignment
Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Autonomy/
Independence
Service/Dedication
Entrepreneurship/
Creativity
Managerial Competence
Total

Technical
35
36.8%
14
14.7%
15
15.8%
10
10.5%
5
5.3%
8
8.4%
7
7.4%
1
1.1%
95
100.0%

Physical
Science
4
57.1%
1
14.3%
1
14.3%
1
14.3%
0
.0%
0
.0%
0
.0%
0
.0%
7
100.0%

Social
Science
13
41.9%
5
16.1%
2
6.5%
4
12.9%
2
6.5%
2
6.5%
1
3.2%
2
6.5%
31
100.0%

Professional

Other

Total

15
11
78
39.5%
28.2%
37.1%
7
5
32
18.4%
12.8%
15.2%
4
6
28
10.5%
15.4%
13.3%
3
4
22
7.9%
10.3%
10.5%
2
6
15
5.3%
15.4%
7.1%
2
4
16
5.3%
10.3%
7.6%
4
3
15
10.5%
7.7%
7.1%
1
0
4
2.6%
.0%
1.9%
38
39
210
100.0%
100.0% 100.0%
Chi Square= 17.38, df = 28, p =.94

The number of years the women have been employed in the IT workforce was
evenly distributed across career anchors as shown in Table 28. The highest mean (16.9
years) was found for the challenge/variety career anchor and the lowest mean (9.5 years)
was found for the technical competence career anchor. Analysis of variance tests, as
shown in Table 29, demonstrates that there are no significant differences in the average
number of years a women has been employed in the IT workforce with different career
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anchors. Therefore, it is concluded that there are no significant differences for career
anchors and the number of years a woman has been employed in the IT workforce.

Table 28: Means for Career Anchors by Years in the IT Workforce

Career Anchor Alignment

Mean

N

Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Service/Dedication
Autonomy/Independence
Entrepreneurship/Creativity
Managerial Competence
Total

13.1
11.3
16.9
9.5
11.9
11.6
11.8
11.3
12.6

78
32
28
22
15
16
15
4
210

Std.
Deviation
7.6
7.9
7.83
7.6
8.2
6.0
8.2
8.8
7.8

Table 29: ANOVA for Career Anchors by Years in the IT Workforce

Between Groups
Within Groups
Total

Sum of Squares

df

Mean Square

F

Sig.

832.4
11836.7
12669.1

7
202
209

118.9
58.6

2.029

.053

The number of years the women have been employed in their current job was
evenly distributed across career anchors as shown in Table 30. The highest mean (7.9
years) was found for the entrepreneurship/creativity career anchor and the lowest mean
(3.6 years) was found for the managerial competence career anchor. Analysis of variance
tests, as shown in Table 31, demonstrate that there are no significant differences in the
average number of years a woman has spent in her job with different career anchors.
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Therefore, it is concluded that there are no significant differences for career anchors and
the number of years employed in her current job.

Table 30: Means for Career Anchors by Years in Job

Career Anchor Alignment

Mean

N

Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Service/Dedication
Autonomy/Independence
Entrepreneurship/Creativity
Managerial Competence
Total

7.7
5.5
6.1
5.1
5.8
6.5
7.9
3.6
6.6

78
32
28
22
15
16
15
4
210

Std.
Deviation
6.0
5.5
5.6
4.2
4.9
5.4
6.0
4.0
5.6

Table 31: ANOVA for Career Anchors by Years in Job

Between Groups
Within Groups
Total

Sum of Squares

df

Mean Square

F

Sig.

262.0
6285.2
6547.2

7
202
209

37.4
31.1

1.203

.303
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Additional Career Anchor Manifestation Themes

In addition to the individual identity characteristics analysis, several other themes
that emerged in the preliminary phase of this research were analyzed in order to
determine if these factors have an association with career anchor alignment. Specifically,
two characteristics were examined: early interest in computers and facing the challenges
of working in a male dominated industry. The remainder of this section discusses the
association of each of these characteristics with career anchor alignment.
The women were asked if they: 1) strongly agree; 2) agree; 3) disagree; or 4)
strongly disagree with the following statement “Even at a young age I was interested in
an information technology career.” Seventy-two women (or 34 percent) felt that they
were interested in an IT career at a young age. Specifically, 21 women (or 10 percent)
strongly agreed and 51 women (or 24 percent) agreed that they were interested in an IT
career at a young age. Yet, 138 women (or 66 percent) did not feel that they were
interested in an IT career at an early age. Specifically, 78 women (or 37 percent)
disagreed and 60 women (or 29 percent) strongly disagreed that they were interested in
an IT career at a young age. (See Table 32 for a summary of childhood interests in the
empirical phase of this study).
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Table 32: Childhood IT Career Interest

Strongly Agree

Even at a young age I was
interested in an information
technology career

Agree

Disagree

#

%

#

%

#

%

21

10%

51

24.3%

78

37.1%

Strongly
Disagree
#
%
60

28.6%

The childhood interest in a career in the IT workforce was distributed across
career anchors as shown in Table 33. The lowest mean (mean = 2.7) or the most
interested in childhood was found for the lifestyle integration career anchor. The highest
mean (mean = 3.3) or least interested in childhood was found for the service/dedication
career anchor. Analysis of variance tests, as shown in Table 34, demonstrate that there
are no significant differences for childhood interests and career anchor alignment. This
table shows that differences between means are not significant F(7,209)=.77, p=.615,
with a p value that is far above the conventional significance level of p<.05. Therefore, it
is concluded that there are no significant differences for childhood interests and career
anchor alignment.
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Table 33: Mean Scores for Childhood IT Career Interest

Career Anchor Alignment

Mean

N

Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Service/Dedication
Autonomy/Independence
Entrepreneurship/Creativity
Managerial Competence
Total

2.7
2.8
2.8
3.0
3.3
2.8
3.0
2.8
2.8

78
32
28
22
15
16
15
4
210

Std.
Deviation
1.0
1.0
1.1
0.9
1.0
1.0
0.8
0.5
1.0

Table 34: ANOVA for Childhood IT Career Interest

Between Groups
Within Groups
Total

Sum of
Squares
4.9
184.9
189.8

df
7
202
209

Mean
Square
0.7
0.9

F

Sig.

.767

.615

The women were asked if they: 1) strongly agree; 2) agree; 3) disagree; or 4)
strongly disagree with the following statement “I accept the challenges associated with a
career in the information technology workforce.” Two hundred and five women (or 97.6
percent) felt that they accept the challenges associated with a career in the IT workforce.
Specifically, 102 women (or 48.6 percent) strongly agreed and 103 women (or 49
percent) agreed with the question. Whereas, five women (or 2.5 percent) did not feel that
they accept the challenges associated with a career in the IT workforce. Specifically, four
women (or two percent) disagreed and one woman (or 0.5 percent) strongly disagreed
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with the question. (See Table 35 for a summary of IT workforce challenges in the
empirical phase of this study).

Table 35: IT Workforce Challenges

Strongly Agree

I accept the challenges
associated with a career in
the information
technology workforce.

Agree

Disagree

#

%

#

%

#

%

Strongly
Disagree
#
%

102

48.6%

103

49%

4

2%

1

0.5%

The women’s feelings about accepting the challenges associated with a career in
the IT workforce was distributed across career anchors as shown in Table 36. The lowest
mean (1.3) or the most interested in accepting challenges was found for the
challenge/variety career anchor. The highest mean (1.8) or least interested accepting
challenges was found for the entrepreneurship/creativity career anchor. Analysis of
variance tests, as shown in Table 37, show that the result are significant indicating that
not all means are equal for the career anchor types (i.e., at least one is significantly
different from another.). Consequently, a post hoc pairwise analysis was conducted in
order to determine what means are different from the others. This analysis demonstrated
that organizational security and challenge/variety are significantly different from lifestyle
integration and entrepreneurship/creativity. Therefore, it is concluded that significant
differences exist for feelings about accepting the challenges associated with a career in
the IT workforce and career anchor alignment.
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Table 36: Mean Scores for IT Workforce Challenges

Career Anchor Alignment

Mean

N

Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Service/Dedication
Autonomy/Independence
Entrepreneurship/Creativity
Managerial Competence
Total

1.7
1.4
1.3
1.5
1.6
1.4
1.8
1.5
1.5

78
32
28
22
15
16
15
4
210

Std.
Deviation
0.5
0.5
0.5
0.5
0.8
0.5
0.6
0.6
0.6

Table 37: ANOVA for IT Workforce Challenges

Between Groups
Within Groups
Total

Sum of
Squares
4.5
61.6
66.1

Df
7
202
209

Mean
Square
0.7
0.3

F

Sig.

2.139

.041

Career Anchors Clusters

Evidence of all career anchor types was found among the women in the empirical
phase of this study according to the participants’ responses. The women were asked to
self identify their career anchor alignment37 in addition to the career anchor determinate
algorithm in the questionnaire administered in the empirical phase. (See Table 38 for a
summary of career anchor manifestations via self identification among women from the
empirical phase). The career anchor alignment results from the self identify questions are

37

The women were asked to self identify career anchor alignment. (See Appendix F: Emergent Themes,
Question 22).
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very similar to the results from the COI algorithm. Specifically, of the 210 women
included in the empirical phase, 158 women (or 75 percent) were aligned with lifestyle
integration. Organizational security and challenge/variety were also commonly aligned
with the women. One-hundred and thirty-four women (or 64 percent) were aligned with
organizational security and 125 women (or 60 percent) were aligned with
challenge/variety. One hundred and sixteen women (or 55 percent) were aligned with
technical competence, 108 women (or 51 percent) with service/dedication, 92 women (or
44 percent) with managerial competence, 66 women (or 31 percent) with geographical
security, 54 women (or 26 percent) with autonomy/independence, 53 women (or 25
percent) with entrepreneurship/creativity, and 48 women (or 23 percent) with identity.

Table 38: Career Anchor Clusters

Career Anchor Alignment

# of Women38

% of Women

Lifestyle Integration
Organizational Security
Challenge/Variety
Technical Competence
Service/Dedication
Managerial Competence
Geographical Security
Autonomy/Independence
Entrepreneurship/Creativity
Identity

158
134
125
116
108
92
66
54
53
48

75%
64%
60%
55%
51%
44%
31%
26%
25%
23%

38

The figures in this table do not total 210 women because the career anchor alignments do not have a one
to one ratio per participant. Rather, several women in the empirical phase identified with one or more
career anchors. All 210 women identified with at least one career anchor. Additional discussion of the
cluster aspects of career anchors is found later in Chapter 5.
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A factor analysis was also conducted in order to further explore career anchor
clusters. In doing so, the 40 questions from the COI were factor analyzed in order to
further identify cluster aspects of the women’s career values and motivations. Factor
analysis was useful because it reduced the set of observed variables into a smaller set of
underlying dimensions. In this case, the observed variables were the 40 questions of the
questionnaire. The factors are intangible mathematical entities that derive meaning from
questions, which have the highest response or loading. A loading is a Pearson
correlation, but the observed score on the question is correlated with the abstract
dimension (Gorsuch, 1983; Hamilton, 1995; Klugh, 1974; Morrison, 1990).
An eigenvalue is a number which indicates how useful an individual factor is in
comparison to other factors. An eigenvalue that is less than one is, by definition, not
useful because it does not explain variance. However, an iegenvalue greater than one is
not necessarily useful either. One method of determining usefulness is to examine the
factor results on a scree plot. A scree plot can be used to visually identify where factors
become closer to a value of one (Gorsuch, 1983; Morrison, 1990). (See Figure 5 for a
depiction of the scree plot for the 40 questions from the COI).
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Figure 5: Career Anchor Scree Plot

The 40 questions used in the factor analysis produce a matrix of rank 40 or 40
columns, which can be reduce to three factors. (See Table 39 for a rotated factor matrix
of the loadings). The questions listed in the column on the far left are listed in order of
highest to lowest loading on the first factor. Again, the loadings are correlations of the
questions with the factors. The factor derives its substantive meaning from the questions
that load highest (i.e. correlate) with the factor.
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Table 39: Rotated Factor Matrix of Loadings39

Q13
Q37
Q5
Q19
Q27
Q18
Q10
Q35
Q26
Q34
Q29
Q3
Q2
Q11
Q38
Q23
Q31
Q7
Q15
Q9
Q1
Q33
Q21
Q14
Q39
Q17
Q6
Q22
Q30
Q24
Q32
Q20
Q16
Q40
Q36
Q28
Q12

1
.733
.729
.702
.611
.567
.557
.501
.486
.462
.461
.439
.407
.396
.375
.226
.138
.153
.164
.250
.038
.224
-.043
.221
.006
-.076
.203
.309
-.060
.240
.030
-.225
-.117
.127
.087
-.037
.029
.131

Factor
2
.001
.041
.052
.254
.204
.149
.355
.115
-.024
.000
.390
.310
.340
.369
.217
.708
.670
.642
.609
.598
.574
.565
.440
.435
.432
.388
.381
.302
.292
.041
-.090
.081
.039
-.137
.176
.192
.078

3
.054
.073
.059
.001
-.164
.008
-.149
-.125
.103
-.013
.029
.113
.053
-.024
.159
-.063
-.038
-.157
-.005
-.055
.032
.166
.126
.206
.044
-.029
.134
.283
.212
.623
.586
.579
.567
.545
.517
.499
.468

39

Extraction Method: Principal Axis Factoring. Rotation Method: Varimax with Kaiser Normalization. A
rotation converged in 5 iterations.
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Q8
Q4
Q25

1
.037
-.118
.181

Factor
2
-.063
-.005
.000

3
.453
.433
.284

The specific questions for these factors were then evaluated and grouped into
three meaningful categories or clusters. The first cluster relates to organizational
autonomy and entrepreneurship. The second cluster relates to problem solving
competitiveness. The final cluster relates to balancing career and personal life. The
questions from the questionnaire and the corresponding loading scores are shown below
based upon factor grouping.

Cluster 1: Organizational Autonomy and Entrepreneurship
Q13. (.733)

Building my own business is more important to me than achieving a highlevel managerial position in someone else’s organization.

Q37. (.729)

I dream of starting up and building my own business.

Q5. (.702)

I am always on the lookout for ideas that would permit me to start my own
enterprise.

Q19 (.611)

I will feel successful in my career only if I achieve complete autonomy
and freedom.
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Cluster 2: Problem Solving Competitiveness
Q23 (.708)

I have been most fulfilled in my career when I have solved seemingly
unsolvable problems or won out over seemingly impossible odds.

Q31 (.670)

I seek out work opportunities that strongly challenge my problem solving
and/or competitive skills.

Q7. (.642)

I dream of a career in which I can solve problems or win out in situations
that are extremely challenging.

Q15. (.609)

I will feel successful in my career only if I face and overcome very
difficult challenges.

Cluster 3: Balancing Career and Personal Life
Q24 (.623)

I feel successful in life only if I have been able to balance my personal,
family, and career requirements.

Q32. (.586)

Balancing the demands of personal and professional life is more important
to me than achieving a high-level managerial position.

Q20. (.579)

I seek jobs in organizations that will give me a sense of security and
stability.

Q16. (.567)

I dream of a career that will permit me to integrate my personal, family,
and work needs.

Next, the factor solution was analyzed for reliability. A communality estimate
was used to determine the proportion of variance for each question that is explained by
all three factors. Finally, the total variance was analyzed as shown in Table 40. These
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results demonstrate that the three factors account for a significant share of the total
variance, or approximately a third of the total variance (32 percent), of the 40 questions.

Table 40: Total Variance Explained

Factor
1
2
3

Extraction Sums of Squared Loadings
% of
Cumulative
Total
Variance
%
7.0
17.4%
17.4%
3.3
8.3%
25.7%
2.5
6.3%
32.0%

Rotation Sums of Squared Loadings
% of
Cumulative
Total
Variance
%
4.8
12.0%
12.0%
4.7
11.8%
23.7%
3.3
8.2%
32.0%

The factor scores were used to identify correlations between the clusters and the
career anchor types as shown in Table 41. A positive correlation was found between the
organizational autonomy/entrepreneurship cluster and the autonomy/independence and
entrepreneurship/creativity career anchors. Yet, what is interesting is that a negative
correlation was found between this cluster and the lifestyle integration career anchor. A
positive correlation was also found between the problem solving competitiveness cluster
and the challenge/variety career anchor. A negative correlation was found between this
cluster and the lifestyle integration career anchor. Finally, a positive correlation was
found between the balancing career and personal life cluster and the lifestyle integration
and organizational security career anchors. Whereas a negative correlation was found
between the balancing career and personal life cluster and the challenge/variety, technical
competence, and autonomy/independence career anchors.
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Table 41: Correlations between Factors and Career Anchors

Job Type
Lifestyle
Integration

Statistical Analysis
Pearson Correlation
Sig. (2-tailed)
N
Security
Pearson Correlation
Sig. (2-tailed)
N
Challenge/
Pearson Correlation
Variety
Sig. (2-tailed)
N
Technical
Pearson Correlation
Competence
Sig. (2-tailed)
N
Autonomy/
Pearson Correlation
Independence
Sig. (2-tailed)
N
Service/
Pearson Correlation
Dedication
Sig. (2-tailed)
N
Entrepreneurship/ Pearson Correlation
Creativity
Sig. (2-tailed)
N
Managerial
Pearson Correlation
Competence
Sig. (2-tailed)
N

Factor 1:
Factor 2:
Factor 3:
Organizational
Problem Solving Balancing Career
Autonomy/
Competitiveness
and Personal
Entrepreneurship
Life
-.248(**)
-.308(**)
.303(**)
.000
.000
.000
210
210
210
-.059
-.055
.191(**)
.396
.431
.005
210
210
210
-.125
.245(**)
-.354(**)
.070
.000
.000
210
210
210
.060
.087
-.153(*)
.386
.208
.027
210
210
210
.176(*)
.082
-.208(**)
.011
.239
.002
210
210
210
-.024
.035
.073
.725
.617
.294
210
210
210
.432(**)
.099
.015
.000
.154
.828
210
210
210
.111
.021
-.129
.110
.765
.063
210
210
210
** Correlation is significant at the 0.01 level (2-tailed)
* Correlation is significant at the 0.05 level (2-tailed)

The factor scores were used to identify correlations between the clusters and job
type as shown in Table 42. Several correlations were found between the clusters and the
career anchor types. A positive correlation was found between the organizational
autonomy/entrepreneurship cluster and the management and other job types. A positive
correlation was also found between the problem solving competitiveness cluster and the
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consulting job type. Finally, a negative correlation was found between the balancing
career and personal life cluster and the implementation and management job types.

Table 42: Correlations between Factors and Job Type

Job Type
Quality
Assurance
Implementation

Support

System
Administration
Management

Content

Training

Hardware
Development
Consulting

Other

Statistical Analysis
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N

Factor 1:
Factor 2:
Factor 3:
Organizational
Problem Solving
Balancing Career and
Autonomy/
Competitiveness
Personal Life
Entrepreneurship
-.061
-.041
-.017
.377
.555
.805
210
210
210
-.132
.110
-.141(*)
.056
.114
.042
210
210
210
-.084
.046
.125
.224
.506
.071
210
210
210
.052
.037
-.099
.456
.597
.151
210
210
210
.141(*)
.086
-.210(**)
.042
.215
.002
210
210
210
.020
-.018
.064
.775
.799
.357
210
210
210
.109
.048
.002
.114
.486
.977
210
210
210
-.008
.055
.050
.913
.431
.468
210
210
210
.128
.192(**)
-.012
.064
.005
.865
210
210
210
.162(*)
.051
-.069
.019
.459
.322
210
210
210
* Correlation is significant at the 0.05 level (2-tailed).
** Correlation is significant at the 0.01 level (2-tailed).
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Temporal Characteristics of Career Anchors

Findings from the empirical phase demonstrate that career anchors vary in terms
of temporal characteristics. The majority of the women believed their career anchors
change occasionally over time when asked about the temporal nature of their career
values and motivations. Specifically, the women were asked “Have your career
motivations changed over time?” The women then had three response options: 1)
constantly change over time; 2) occasionally change over time; or 3) never change over
time / remain constant.
Thirty-two women (or 15 percent) felt their career values and motivations
constantly change over time. The vast majority of the participants, or 163 women (or 78
percent) agreed that their career values and motivations occasionally change over time.
Whereas, only 15 women (or 7 percent) felt that their career values and motivations never
change over time / remain constant. (See Table 43 for a summary of temporal aspects of
career anchors from the empirical phase).

Table 43: Temporal Characteristics of Career Anchors

Temporal Characteristic
Constantly Change Over Time
Occasionally Change Over Time
Never Change Over Time / Remain Constant

# of
Women
32
163
15

% of
Women
15%
78%
7%

163

There is also variation in the women’s views of the temporal aspects of their
career values and motivations depending on their career anchor alignment. Women who
are aligned with entrepreneurship/creativity were more likely to believe their career
values constantly changed over time with a mean of 1.60. Whereas, women who are
aligned with managerial competence were more likely to believe their career values
occasionally or rarely change over time with a mean of 2.25. (See Table 44 for the mean
scores for temporal characteristics of career anchors).

Table 44: Mean Scores for Temporal Characteristics of Career Anchors

Career Anchor Alignment

Mean

N

Lifestyle Integration
Security
Challenge/Variety
Technical Competence
Autonomy/Independence
Service/Dedication
Entrepreneurship/Creativity
Managerial Competence
Total

2.0
1.9
2.0
2.0
1.8
1.9
1.6
2.3
1.9

78
32
28
22
15
16
15
4
210

Std.
Deviation
0.4
0.4
0.4
0.5
0.7
0.3
0.6
0.5
0.5

An analysis of variance was then conducted given the differences in temporal
aspects of career anchors. In doing so, the analysis of variance approached significance,
but the result were borderline. (See Table 45 for ANOVA results of the temporal aspects
by career anchors). As a result, a pairwise post hoc analysis was also conducted. This
analysis found that the entrepreneurship/creativity career anchor is significantly different
in temporal aspects than the lifestyle integration, challenge/variety and the technical
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competence career anchors (different at p=.05 or greater). No other differences were
significant.

Table 45: ANOVA of Temporal Aspects by Career Anchor

Between Groups
Within Groups
Total

Sum of
Squares
3.0
42.7
45.7

df
7
202
209

Mean
Square
0.4
0.2

F

Sig.

2.005

.056

Career Anchors, Career Satisfaction and Turnover Intention

Evidence of career satisfaction was found among the women in the empirical
phase of this study. The majority of the women expressed satisfaction with their careers
in the IT workplace. The women were asked if they: 1) strongly agree; 2) agree; 3)
disagree; or 4) strongly disagree with the following statement “I am satisfied with my
career in the information technology workforce.” One hundred and seventy four women
(or 83 percent) felt that they were satisfied with their career. Specifically, 67 women (or
32 percent) strongly agreed that they are satisfied with their career in the IT workforce.
One hundred and nine women (or 52 percent) agreed that they are satisfied with their
career in the IT workforce. Whereas, 34 women (or 16 percent) felt that they were not
satisfied with their career. Specifically, 26 women (or 12 percent) felt unsatisfied with
their career. Eight women (or 4 percent) felt strongly unsatisfied with their career. (See
Table 46 for a summary of career satisfaction among women in the empirical phase of
this study).
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Table 46: Career Satisfaction and Turnover Intention

Strongly Agree

Agree

Disagree

Strongly
Disagree
#
%

#

%

#

%

#

%

I am satisfied with my
career in the IT
workforce

67

32%

109

52%

26

12%

8

4%

I intend to remain in the
IT workforce for the
foreseeable future

89

42%

89

42%

24

11%

5

2%

The findings did not indicate that women aligned with a particular career anchor
type expressed higher values of career satisfaction. Rather women expressed high levels
of career satisfaction despite career anchor alignment. (See Table 47 for a list of career
satisfaction levels by career anchor type). More specifically, the majority of women,
despite career anchor alignment, agreed that they were satisfied with their career. (See
Figure 6 for a line graph of career satisfaction by career anchor alignment).
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Table 47: Career Satisfaction by Career Anchor Alignment

Career Anchor Alignment
Autonomy/Independence
Challenge/Variety
Entrepreneurship/Creativity
Lifestyle Integration
Managerial Competence
Organizational Security
Service/Dedication
Technical Competence
Total

(1)
Strongly
Agree
3
20.0%

1
6.7%

(4)
Strongly
Disagree
2
13.3%

15
100%

15
53.6%
8
53.3%

1
3.6%
5
33.3%

0
0%
1
6.7%

28
100%
15
100%

26
33.3%
1
25.0%
10
31.3%
6
37.5%
8
36.4%

42
53.8%
2
50.0%
15
46.9%
9
56.3%
9
40.9%

8
10.3%
0
0%
5
15.6%
1
6.3%
5
22.7%

2
2.6%
1
25.0%
2
6.3%
0
0%
0
0%

78
100%
4
100%
32
100%
16
100%
22
100%

67

109

26

8

210

100.0%

100.0%

100.0%

100.0%

100.0%

(2) Agree

(3)
Disagree

9
60.0%

12
42.9%
1
6.7%

Total

167

Figure 6: Career Satisfaction by Career Anchor Alignment40

Caree r Anchor Alignment

40

Autonomy/Independence
Challenge/Variety
Ent/Creativity
Lifestyle Integration

# of Wome n

30

Managerial Competence
Organizational Security
Service/Dedication
Technical Competence

20

10

0
1

2

3

4

Caree r Satisfaction

Evidence of low turnover intention was found among the women in the empirical
phase of this study. The majority of the women did not intend to leave their organization.
The women were asked if they: 1) strongly agree; 2) agree; 3) disagree; or 4) strongly
disagree with the following statement “I intend to remain in the information technology
workforce for the foreseeable future.” One hundred and seventy-eight women (or 85
percent) intended to remain in the IT workforce for the foreseeable future. Specifically,
89 women (or 42 percent) strongly intended or moderately intended on remaining in the
IT workforce. Yet, 24 women (or 11 percent) intended to leave the IT workforce and five
women (or two percent) strongly intended to leave the IT workforce in the foreseeable

40

The women were asked if they: 1) strongly agree; 2) agree; 3) disagree; or 4) strongly disagree with the
following statement “I am satisfied with my career in the information technology workforce.”
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future. (See Table 46 for a summary of turnover intention among women in the empirical
phase of this study).
The findings did not indicate that women aligned with a particular career anchor
type expressed lower values of turnover intention. Rather women expressed low levels of
turnover intention despite career anchor alignment. (See Table 48 for a list of turnover
intention levels by career anchor type). More specifically, the majority of women, despite
career anchor alignment, agreed that they did not intend to leave their current job. (See
Figure 7 for a line graph of turnover intention by career anchor alignment).

Table 48: Career Satisfaction by Career Anchor Alignment

Career Anchor Alignment
Autonomy/Independence
Challenge/Variety
Entrepreneurship/Creativity
Lifestyle Integration
Managerial Competence
Organizational Security
Service/Dedication
Technical Competence
Total

(1)
Strongly
Agree
4
26.7%

3
20.0%

(4)
Strongly
Disagree
1
6.7%

15
100.0%

9
32.1%
8
53.3%

2
7.1%
3
20.0%

0
0%
2
13.3%

28
100.0%
15
100.0%

31
39.7%
2
50.0%
15
46.9%
7
43.8%
11
50.0%

38
48.7%
1
25.0%
12
37.5%
7
43.8%
10
45.5%

9
11.5%
1
25.0%
3
9.4%
2
12.5%
1
4.5%

0
0%
0
0%
2
6.3%
0
0%
0
0%

78
100.0%
4
100.0%
32
100.0%
16
100.0%
22
100.0%

89

92

24

5

210

100.0%

100.0%

100.0%

100.0%

100.0%

(2) Agree

(3)
Disagree

7
46.7%

17
60.7%
2
13.3%

Total

169

Figure 7: Turnover Intentions by Career Anchor Alignment41
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Turnover Intention

The high levels of career satisfaction and low levels of turnover intention appear
to be related to a women’s relationship with her work. The women were asked if they: 1)
strongly agree; 2) agree; 3) disagree; or 4) strongly disagree with the following statement
“I identify with my work.” A strong positive relationship was found between high levels
of career satisfaction and identification with one’s work (r =.43, df= 208, p< .0001).
Likewise, a strong positive relationship was found between low levels of turnover
intention and identification with one’s work (r =.33, df= 208, p< .0001). (See Table 49
for correlations between career satisfaction, turnover intention and identification with
one’s work).

41

The women were asked if they: 1) strongly agree; 2) agree; 3) disagree; or 4) strongly disagree with the
following statement “I intend to remain in the information technology workforce for the foreseeable
future.”
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Table 49: Job Identity Correlations

Career Satisfaction

Turnover Intention

Job Identification

Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N

Career
Satisfaction
1

Turnover
Intention
.627(**)
.000
210
1

Job
Identification
.429(**)
.000
210
.329(**)
.000
210
1

210
.627(**)
.000
210
210
.429(**)
.329(**)
.000
.000
210
210
210
** Correlation is significant at the 0.01 level (2-tailed)

The high levels of career satisfaction and low levels of turnover intention also
appear to be related to a women’s relationship with her profession. The women were
asked if they: 1) strongly agree; 2) agree; 3) disagree; or 4) strongly disagree with the
following statement “I identify with my profession.” A strong positive relationship was
found between high levels of career satisfaction and identification with one’s profession
(r =.47, df= 208, p< .0001). Likewise, a strong positive relationship was found between
low levels of turnover intention and identification with one’s profession (r =.37, df= 208,
p< .0001). (See Table 50 for correlations between career satisfaction, turnover intention
and identification with one’s work).
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Table 50: Profession Identity Correlations

Career Satisfaction

Turnover Intention

Profession
Identification

Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N

Career
Satisfaction
1

Turnover
Intention
.627(**)
.000
210
1

Profession
Identification
.466(**)
.000
210
.372(**)
.000
210
1

210
.627(**)
.000
210
210
.466(**)
.372(**)
.000
.000
210
210
210
** Correlation is significant at the 0.01 level (2-tailed)

Findings Summary

This chapter presented findings from this research. Themes about career anchor
manifestation, career anchor clusters and temporal characteristics about career anchors
that were found in the preliminary phase were used to inform the empirical phase. In the
empirical phase a questionnaire instrument was developed and administered on-line with
210 female IT professionals at four organizations in the U.S. The analysis conducted in
this research resulted in five major findings. First, it was found that demographic
characteristics do not have predictive relationship with career anchor alignment. Also, the
findings were mixed about the predictable relationship between life experiences and
career anchor alignment. Second, clear evidence of career anchor clusters were found. A
factor analysis identified three career anchor clusters: organizational autonomy and
entrepreneurship, problem solving competitiveness, and balancing career and personal
life. Third, evidence was found that career anchors change over time. The
entrepreneurship/creativity career anchor was found to change the most, whereas the
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managerial competence career anchor was found to change the least. Fourth, high levels
of career satisfaction and low levels of turnover intention were reported by the women
included in the empirical phase. Finally, these factors are inversely related and also
appear to be correlated with a women’s identification with her job and profession.
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CHAPTER 6: DISCUSSION

The primary objective of this research was to examine individual career anchors
among women in the American IT workforce and the relationship of these factors to
career satisfaction and turnover intentions. A questionnaire instrument was developed
and administered to 210 women employed in the American IT workforce. The results of
this study revealed that career anchors are manifested a variety of ways and have a
relationship with career satisfaction and turnover intention. Chapter 6 begins with a
discussion of the findings and significance as it relates to the research questions of the
study. Included in this discussion is the major finding from the research, how the data
was triangulated from the preliminary and empirical phases, and how the findings
contribute to existing research and theoretical foundations. The chapter concludes with a
discussion about research contributions to epistemology and methodology.

Research Question 1

The first research question investigated in this study was “How are career anchors
manifested in the lives of women employed in the American IT workforce?” Evidence
for the existence of all career anchors was found among the women included in this
study. In the preliminary phase, the most common career anchor types were technical
competence, managerial competence, organizational security, autonomy/independence
and challenge/variety. In the empirical phase, the most common career anchor types were
lifestyle integration, organizational security, challenge/variety and technical competence.
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There were two major differences in the career anchor manifestations findings
from the preliminary and empirical phases. In the preliminary phase, managerial
competence ranked very high, whereas lifestyle integration ranked very low. Yet, in the
empirical phase, managerial competence ranked very low, whereas lifestyle integration
ranked very high. What is interesting to note is that the women from the two phases are
similar in terms of job types. In the preliminary phase approximately one third of the
women (33 of the 92 women) held management positions. In the empirical phase
approximately one third of the women (77 of the 210 women) also held management
positions. It is not clear why the managerial competence career anchor alignment was
varied between the phases. Furthermore, in the preliminary phase approximately half of
the women had children (52 of the 92 women). In the empirical phase approximately half
of the women (113 of the 210 women) also had children. Again, it is not clear why the
lifestyle integration career anchor alignment was varied between the phases.
A variety of individual identity and background characteristics were analyzed in
order to determine if these factors have an association with career anchor alignment.
Specifically, the following characteristics were examined: age, racial and ethnic
background, sexual orientation, relationship status, number of children, highest degree
earned, degree type, years in the IT workforce and years in current job. It was found that
none of these factors were significant with regard to career anchor alignment prediction.
In addition to the individual identity characteristics analysis, several other themes
that emerged in the preliminary phase of this research were analyzed in order to
determine if these factors had an association with career anchor alignment. Specifically,
the following characteristics were examined: early interest in computers and facing the
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challenges of working in a male dominated industry. It was concluded that there are no
significant differences for childhood interests and career anchor alignment prediction.
Yet, significant differences were found for feelings about accepting the challenges
associated with a career in the IT workforce and career anchor alignment. Women
aligned with the organizational security and challenge/variety career anchors were more
likely to accept the challenges associated with a career in the IT workforce. Whereas
women aligned with the lifestyle integration and entrepreneurship/creativity career
anchors were not as likely to do so.
The range of career anchor alignments supports the individual differences theory
of gender and IT proposition that variation exists among women. The theory is supported
by the findings of diverse career values and motivations (i.e. not all women value the
same things with regard to their career). What is interesting is that the quantitative
analysis of demographic and identity characteristics did not demonstrate a relationship
with career anchor alignment. Rather, it appears as though a woman’s life experiences
and background help to explain career anchor alignment rather than variable
characteristics. Said another way, understanding why a woman is aligned with a
particular career anchor is very complex to unpack. It is based on more than a simple
demographic characteristic, as it appears to be based on a variety of constructs including
life experiences, talents and preferences. This finding is particularly important because it
demonstrates the role of female agency in career choice and retention decisions.

176

Research Question 2

The second research question investigated in this study was “What are the cluster
aspects of career anchors (i.e. are single career anchors or multiple career anchors evident
for an individual)?” Several important findings about career anchor “clusters” resulted
from the exploration of women’s career anchors in this research. First, a combination of
career anchors was found for a given individual. Typically the discussion of career values
and motivations resulted in the identification of primary and secondary career anchor
alignments in the preliminary phase. The majority of the women who are aligned with
multiple career anchors spoke about one career anchor as a dominant influence and the
other anchors as lesser influences. The findings from the empirical phase also
demonstrate that women have a combination of career anchors. The women were asked
to self identify their career anchor alignment42 in addition to the career anchor
determinate algorithm in the questionnaire administered in the empirical phase. Only six
women self identified with a single career anchor.
A second important finding about career anchors clusters is that technical
competence and managerial competence tend to be mutually exclusive. For instance, no
woman in the preliminary phase expressed high values for both categories. Likewise,
only 39 women who self identified with managerial competence also self identified with
technical competence. This suggests that the women included in this research see
managerial and technical job paths as divergent career courses rather than complementary
trajectories. What is conflicting is that women in the preliminary phase expressed values

42

The women were asked to self identify career anchor alignment. (See Appendix F: Emergent Themes,
Question 22).
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of technical competence at an early age. Yet, the majority of women in the empirical
phase did not feel that they were interested in a technical career at an early age.
Although, the COI developed by Schein can be used to identify one career anchor
per person, the findings suggest that it is much more complex to fully understand career
anchor clusters. As a result, a factor analysis was also conducted in order to further
explore career anchor clusters. The specific questions for these factors were then
evaluated and grouped into three meaningful categories or clusters. The first cluster
relates to organizational autonomy and entrepreneurship. It was found that the
autonomy/independence and entrepreneurship/creativity career anchors were correlated
with this cluster. In addition, the lifestyle integration career anchor was negatively
correlated. The second cluster relates to problem solving competitiveness. A positive
correlation was also found between this cluster and the challenge/variety career anchor.
Yet, a negative correlation was found between this cluster and the lifestyle integration
career anchor. The final cluster relates to balancing career and personal life. A positive
correlation was found between this cluster and the lifestyle integration and organizational
security career anchors. Whereas a negative correlation was found between the cluster
and the following career anchors: challenge/variety, technical competence, and
autonomy/independence.
The factor scores were used to identify correlations between the career anchor
clusters and job type. A positive correlation was found between the organizational
autonomy/entrepreneurship cluster and the management and other job types. A positive
correlation was also found between the problem solving competitiveness cluster and the
consulting job type. Finally, a negative correlation was found between the balancing
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career and personal life cluster and the implementation and management job types. The
existence of these career anchor clusters is in conflict with Schein’s proposition that
individuals can be aligned with only a single career anchor type.

Research Question 3

The third research question investigated in this study was “What are the temporal
aspects of career anchors (i.e. do career anchors develop or change over time)?” Findings
from this research found that career anchors vary in terms of temporal characteristics.
The degree of to which a career anchor changes over time seems to be related to certain
types of career anchors. For example some of the career anchors appear to remain
constant over time. This held true in the analysis of the preliminary phase with regard to
technical and managerial competence. However, the manifestations of these two anchors
appeared at different times in the women’s lives. On the one hand, technical competence
appeared earlier for the women in the dataset as they typically discussed values and
motivations related to this career anchor beginning at an early age (i.e. during secondary
or post secondary education). On the other hand, women typically expressed values about
managerial competence later in their careers (i.e. once they had experiences as managers
or the ability to move up in their careers). In the empirical phase, women who are aligned
with managerial competence were also more likely to believe their career values rarely
change over time.
Conversely, the findings from the preliminary and empirical phases found that
some career anchors did not hold constant throughout a woman’s career history. In the
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preliminary phase, lifestyle integration factors, or the desire to balance life and work, are
occasionally discussed by women with young children, but became less of a focus as
their children aged. Also, the women who expressed values about being faithful to a
geographic region typically had children in secondary education and were not willing to
relocate them at that point in time. In the empirical phase it was found that women who
are aligned with entrepreneurship/creativity were more likely to believe their career
values constantly changed over time.
The dynamic nature of some career anchors conflicts with existing research.
Schein (1990) argues that once an individual establishes a career anchor, that anchor is
unlikely to shift during his or her career. What is important to note is that he originally
developed the theory of career anchors by conducting a longitudinal study of 44 male
alumni from the Sloan School of Management at Massachusetts Institute of Technology.
Hence, the initial theory was based strictly on a male population. This is an important
implication that relates to traditional gender roles regarding domestic and family
responsibilities that is included in the individual differences theory of gender and IT. It is
possible that some career anchors (e.g. lifestyle integration and geographic security)
change over time for women because of shifts in personal responsibilities (e.g. being the
primary care provider for small children, aging parents, etc.) rather than demographic
factors (e.g. age, relationship status, etc.).
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Research Question 4

The fourth research question investigated in this study was “How do career
anchor manifestations affect female career satisfaction and turnover intentions in the
American IT workforce?” Evidence of high career satisfaction and low turnover intention
was found among the women in both the preliminary and empirical phases of this
research. This indicates that women included in this research are satisfied with careers in
the IT workforce. Likewise, the findings did not indicate that women aligned with a
particular career anchor type expressed lower levels of turnover intention. This finding is
consistent with prior literature about the IT workforce. It is important to keep in mind that
these figures may have been influenced by the data collection procedures. It is feasible
that women were not completely honest in their responses about career satisfaction and
turnover intention for fear that their employer might learn of their feelings.

Research Question 5

The fifth research question investigated in this study was “Are there patterns in
career anchors that affect career satisfaction and turnover intentions for women in the
American IT workforce?” The findings from the empirical phase also demonstrate that a
woman’s identification with her job or with her profession has a correlation with career
satisfaction and turnover intention rather than career anchor alignment. A strong positive
relationship was found between high levels of career satisfaction and identification with
one’s work and profession. Likewise, a strong positive relationship was found between
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low levels of turnover intention and identification with one’s work and profession. This
finding provides support for the individual differences theory of gender and IT in that
women perceive career satisfaction and turnover intention in a variety of ways. Their
perceptions are based on a combination of individual characteristics and influences that
shape how women identify with their career. It is this approach that helps to explain
career satisfaction and turnover intention by acknowledging female agency rather than a
simplistic characteristic comparison among people. This finding supports the individual
differences theory of gender and IT proposition that that there is deep complexity in
understanding gender nuances.

Contributions of the Research

This research makes contributions to literature, theory and methods. First, the
literature survey characterized the discourses about organizational behavior and gender
and IT research. Second, the mixed-method research enabled the analysis of multiple
sources of data, which added to the body of empirical research on organizational
behavior, and the values and motivations of women in the IT workforce. In particular,
findings resulted in a contribution to the body of knowledge about career anchor
manifestations, career anchor clusters, temporal characteristics of career anchors and the
relationship of these factors to career satisfaction and turnover intention among women in
the IT workforce. Furthermore, this research contributed to Trauth’s theoretical
foundation of the individual differences theory of gender and IT through the investigation
of career anchor variation among women.
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This research makes several contributions to epistemological and methodological
approaches. This research employed an interpretive epistemology with a quantitative
methodology. As a result, the researcher frequently grappled with issues associated with
conducting an interpretive quantitative study. With a positivist approach a researcher
states hypotheses ahead of time and then performs statistical analysis to confirm or
disprove their propositions. With an interpretive approach the researcher did not have
predefined hypotheses. As a result the statistical analysis required a large amount of
exploratory analysis that may not be typical in positivist quantitative analysis. The
researcher performed multiple analyses in an attempt to make sense of the data in a way
that addressed the research question. Consequently, the majority of the statistical analysis
was spent on trying to understand what the data meant as opposed to predicating patterns
that may or may not exist.
This research also makes a contribution to mixed-methodological approaches.
This research employed a mixed-method approach comprised of two phases. Sawyer
(2001) explained that researchers who conduct mixed-method research are either
ambitious or naïve. In the case of this researcher, perhaps it was a bit of both. Conducting
a mixed-method study was difficult because the researcher had to develop a clear
understanding of how the multiple pieces of data relate to one another. At the same time,
the findings derived through triangulation of the data were extremely powerful.
Analyzing prior research, an existing qualitative dataset and quantitative data provided
complementary results that addressed the research questions with evidence from multiple
sources.
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Discussion Summary

The purpose of this research was to empirically investigate individual career
anchors and how these factors relate to career satisfaction and turnover intentions among
women in the American IT workforce. The discussion presented in this chapter
highlighted the major findings of the research. (See Table 51 for a summary of the major
findings and the significance of each). First, evidence of the existence of all career
anchors was found among the women in this research. Second, several important findings
about career anchor “clusters” resulted from the exploration of women’s career anchors;
namely that a combination of career anchors was found for a given individual. As a
result, a factor analysis identified three major career anchor clusters: organizational
autonomy and entrepreneurship, problem solving competitiveness, and balancing career
and personal life. Third, findings from the preliminary and empirical phases found that
career anchors vary in terms of temporal characteristics. Finally, evidence of high career
satisfaction and low turnover intention was found among the women in both the
preliminary and empirical phases of this research.

184

Table 51: Discussion of the Research Questions

Findings

Significance

Q1: How are career anchors manifested in the lives of women employed in the American IT
workforce?
Diversity of career anchor alignments were evident.
No predicative power of demographics in career anchor
alignment.
Some predicative power of certain background factors
in career anchor alignment.

The first finding supports prior research about
wide range of career anchor alignments in the IT
workforce.
The findings support the individual differences
theory of gender and IT that variations of
characteristics exist among women as a group.

RQ2: What are the cluster aspects of career anchors?
Career anchor clusters were evident.
Technical competence and managerial competence
career anchors are mutually exclusive.
There is a correlation between clusters and job types.

The findings disagree with Schein’s proposition
about the single nature of career anchors. This
finding holds possible implications for the COI.
The findings contribute new analysis to the
existing body of research. The findings also
suggest the importance of multiple career paths
in the IT workforce.

RQ3: What are the temporal aspects of career anchors?
Career anchors vary in terms of temporal aspects.
Career anchors have different temporal qualities based
on type: a) managerial competence is a constant; and b)
entrepreneurship/creativity, lifestyle integration and
geographic security more likely to change over time.

These findings disagree with Schein’s
proposition that career anchors do not change
over time. (His original analysis was based on a
male only sample).

RQ4: How do career anchor manifestations affect female career satisfaction and turnover intentions
in the American IT workforce?
High levels of career satisfaction and low levels of
turnover intention were found for most women despite
career anchor alignment.

This finding supports and is consistent with prior
research.

RQ5: Are there patterns in career anchors that affect career satisfaction and turnover intentions for
women in the American IT workforce?
A woman’s identification with her job and/or
profession was found to correlate with career
satisfaction and turnover intention.

This finding supports the individual differences
theory of gender and IT proposition that that
there is deep complexity in understanding
gender nuances.
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CHAPTER 7: CONCLUSION

Chapter 7 summarizes the research presented in this dissertation. This summary is
presented in three sections: a) recommendations developed from this research; b)
limitations of the study; and c) areas for future research. The recommendations section
describes interventions and approaches that industry and academic communities can
utilize in order to address the under representation of women in the IT workforce. The
limitations section describes the constraints of the research with regard to questionnaire
development, administration and analysis. The future research section identifies areas for
additional research on career anchors of women in the IT workforce.

Recommendations from the Research

This

research

informed

recommendations

that

industry

and

academic

communities can utilize in an attempt to address the under representation of women in the
IT workforce. The first recommendation for industry is to develop an IT employee career
anchor inventory. The findings from this research demonstrate that a diversity of career
anchors can be identified among women in the IT workforce. The particular career
anchor alignment of IT professionals can offer insight into their values and motivations
associated with their career. As a result, organizations should apply tools that can help to
identify career anchors of their employees. This would not only serve as a resource for
the current work environment, but also suggest issues and trends for use in strategic
planning and management. Consequently, organizations would be better positioned to
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attract and retain talent through human resource planning, operational expectations and
corporate goal alignment which are necessary in a rapidly evolving business climate.
Another recommendation for industry is to offer multiple organizational
pathways. The findings from this research demonstrate that women can be aligned with
one or more career anchor types. In addition, the cluster and temporal aspects of career
anchors can vary greatly. As a result, organizations should offer career management
programs to specifically address the possibility of multiple career paths and stages. In
addition, career advancement opportunities and rewards should be diverse enough to
satisfy the variety of values and motivations of IT professionals.
A final industry recommendation is to offer a variety of work-life balance options.
The findings from this research demonstrate that lifestyle integration factors are
important for many types of women (i.e. not just working mothers). As a result, effective
human resources practices should offer employment flexibility options, such as
telecommuting, adjustable work schedules and part time work. Options such as these
could be helpful in retaining IT professionals and improving career satisfaction.
A recommendation for the academic community is to continue conducting career
anchor investigations. The findings from this research demonstrate that the ways in which
career anchors are manifested in the experiences of women in the IT workforce is
complex. Although a number of questions were investigated in this research, the
opportunities to further explore career anchors are ample. There is also a need for
additional investigations that apply the individual differences theory of gender and IT to
this domain area.
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A second recommendation for the academic community is to select the
appropriate theoretical approach when conducting gender and IT research. Adam and
Richardson (1998) argue that gender research should emphasize the making of
knowledge through the lived experiences of women’s lives. Likewise, Adam et al. (2001)
argue the need to theoretically account for the role of women’s agency in shaping their
position and resisting stereotypical assumptions about their behavior. As a result, it is
important that gender and IT researchers select the most appropriate epistemological and
theoretical approaches. In the case of this research constructs of individual identity,
individual influence and environmental influence, were explored through the application
of the individual differences theory of gender and IT. This theory proved to be robust in
its account of power structures and female agency and could be useful for academics
engaging in gender and IT research.
A final recommendation for the academic community is to develop additional
university and organizational pathways. A major challenge in this research was obtaining
permission to study employees at IT organizations. Over 30 organizations were
approached about this research, but only four were willing to open their corporate
boundaries and participate in the study. Most of the organizations had corporate policies
that prohibited the administration of outside research despite the researcher, the source or
the purpose. Yet, organizations and universities both stand to benefit from empirical
research conducted in the field. Building university and organizational partnerships
would be useful in conducting empirical research that contributes to the body of
knowledge. Therefore, academic communities should continue to leverage organizational
contacts to demonstrate the importance and benefits of joint efforts.
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Limitations of the Research

Several factors limited the investigation of the research questions in this
dissertation. The most significant limitation was the restriction on the type of questions
that were included in the questionnaire. Ideally the questionnaire would have contained
questions about organizational climate. However, each of the participating organizations
had a policy that disallowed researchers to inquire about sensitive information due to
corporate confidentiality policies. As a result, questions about organizational pathways,
gender behaviors and workplace flexibility were not included in the empirical phase of
this research. It is possible that organizational climate information would have helped to
explain the variance of career anchor alignments not explained by individual identity and
background characteristics.
Another limitation of the research was the restriction on the number of questions
included in the questionnaire. The questionnaire contained 70 questions and required
approximately 15 minutes to complete. Ideally the questionnaire would have contained
additional questions to explore emergent themes. However, each of the participating
organizations limited the amount of time required to complete the questionnaire. The
organizations required that employees complete the questionnaire on their personal time.
Yet they were unwilling to solicit participation if it required more than 15 minutes to
complete the questionnaire. As a result, several questions about mentors, role models, and
video games were not included in the empirical phase of this research.
Another limitation of the research was the sample size of 210 women in the
empirical phase of this research. Although a sample of this size is a statistically viable for
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quantitative analysis, it presents several issues. First, a larger sample size would have
contributed to statistical generalizability. Second, once the sample was divided by career
anchor alignment the statistical viability was decreased. This was particularly the case for
the four women aligned with the managerial competence career anchor. Despite this
limitation it is important to note that the sample size is comparable to the majority of
career anchor studies in the IT workforce. (See Table 52 for a list of sample sizes and
number of women for the majority of IT workforce studies).

Table 52: Sample Sizes of Career Anchor Studies

Reference
Agarwal and Ferratt (2000)
Crepeau et al. (1990; 1992)
Crook et al. (1991)
Crook et al. (1997)
Ferratt et al. (2006)
Hsu et al. (2003)
Igbaria et al. (1991)
Jiang et al. (1995)
Kniveton (2004)
Marshall and Bonner (2003)
Ramakrishna et al. (2001-2002)
Ramakrishna et al. (2003)
Sumner et al. (2004)
Sumner et al. (2005)
Wynee et al. (2002)

N
165
321
321
292
18
153
464
121
540
423
163
163
78
66
2,724

# of Women
Unknown
119
119
108
5
32
91
36
271
218
70
70
37
20
1,594

Finally, the diversity of the participants in the empirical phase was also a
limitation of the research. For instance, the participants included in the empirical phase
are primarily female European/White Americans, who are married heterosexuals. As a
result, the analysis of demographic diversity was limited. In addition, the participants
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came from only four organizations. Although, these organizations were selected because
their characteristics varied in terms of firm size, location and type of IT business, the
sample was still limited to a few organizations. It is possible that there are particular
characteristics of the organizations that may have influenced the research findings
differently than if several organizations were included.

Future Research

Opportunities for future research were identified from the investigation conducted
in this dissertation. Several of opportunities are evident based upon the limitations of the
research described above. The next logical approach for future research would be to
increase the sample size by including participants from additional organizations. These
research efforts could lead to additional insights about career anchor manifestations and
the relationship to career satisfaction and turnover intention. The effects of firm size,
organizational career opportunities and other organizational characteristics could also be
considered in terms of influences on career anchor manifestations. What is important to
note is that a global IT organization has agreed to administer the questionnaire. This
venture will most likely increase the existing sample to include several hundred more
women.
Another area for future research is to expand the diversity of the participants
included in the empirical phase of this research. There is ample opportunity to improve
the demographic diversity of the sample given that most of the women who participated
in the research were European/White Americans, married, heterosexuals. Expanding the
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diversity of the sample may provide additional insights about career anchor
manifestations and the relationship to career satisfaction and turnover intention from a
variety of participant perspectives. In addition, the current sample is limited to women
only. Including men in future efforts would also contribute to the exploration of career
anchor manifestations among a larger and more diverse population. Finally, the sample
could be increased to also include professionals no longer employed in the IT workforce.
Including these types of individuals would provide insights about career anchor
manifestations among professionals who were unsatisfied with careers in the IT
workforce.
The omission of organizational climate data from the empirical phase of this
research also provides an interesting opportunity for future research. Several themes
about organizational climate were identified in the preliminary phase of the research. Yet,
these themes could not be explored in the empirical phase because organizations did not
allow for these types of inquiry. As a result, these questions could be included in future
research efforts. Doing so, would help to contribute to the understanding of how women
aligned with particular career anchors perceive organizational climate and the effects of
these factors on their career decisions.
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Conclusion

Despite the shortage of IT professionals and the benefits of diversity in the global
economy, women are largely under represented in the IT workforce. Prior research on
gender stratification demonstrates that this under representation is a reflection of
organizational and social structures, rather than essentialist generalizations about gender
group characteristics. As a result, this research explored the characteristics of the IT
workforce, and in particular, the opportunities and constraints that influence career choice
and retention of IT professionals. More specifically, this research empirically investigated
career anchors and how these factors relate to career satisfaction and turnover intentions
among women in the American IT workforce.
This research advances a variety of efforts in both industry and academic
discourses. First, the literature survey represents significant efforts to characterize the
discourses of organizational behavior and gender and IT research. Second, the mixedmethod research enabled the analysis of multiple sources of data, which added to the
body of empirical research on organizational behavior, and the values and motivations of
women in the IT workforce. In addition, this research contributed to Trauth’s theoretical
foundation of the individual differences theory of gender and IT through the investigation
of career anchor variation among women. Finally, the discussion and conclusions inform
recommendations and interventions developed in order to address the under
representation of women in the IT workforce.
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APPENDIX A: EXISTING DATASET ANALYSIS PERMISSION

Eileen M. Trauth
Professor
College of Information Sciences and Technology

(814) 865-6457
FAX (814) 865-6426
etrauth@ist.psu.edu

The Pennsylvania State University
330A IST Building
University Park, PA 16802

June 28, 2006
Office for Research Protections
201 Kern Building
To Whom It May Concern:
I am the principal investigator for the existing qualitative dataset, which has been gathered in a multi-year
study sponsored by National Science Foundation (Grant Number EIA-0204246). This study is focused at
the investigation of the particular ways that American female information technology (IT) professionals are
influenced by and react to the social shaping of both gender identity and IT. In doing so, ninety-two
qualitative interviews have been conducted with women employed in the American IT workforce. These
interviews have been tape recorded and transcribed.
As required by category four requirements of the Exemption Determination Form, I grant permission to
Jeria L. Quesenberry, Ph.D. Candidate in the College of Information Sciences and Technology, to include
an existing data source in her dissertation research and subsequent Institutional Review Board (IRB)
application.
I grant Jeria access to the interview transcripts for additional data analysis of career value and retention
decisions related to her dissertation research. Identifiers linked to the interview data will not be provided to
her. No new interview questions or data points will be added to the existing dataset.
Please contact me with any questions or concerns at 814-865-6457 or via email at etrauth@ist.psu.edu.
Sincerely,
Eileen M. Trauth, Ph.D.
Professor, College of Information Sciences and Technology
The Pennsylvania State University
330A IST Building, University Park, PA 16802
etrauth@ist.psu.edu
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APPENDIX B: QUESTIONNAIRE RECRUITMENT LETTER

<DATE>
Dear <NAME>:
You are receiving this message because of your expertise as a female practitioner in the American
information technology workforce.
As a Ph.D. candidate in the College of Information Sciences and Technology at the Pennsylvania State
University, I am conducting a dissertation that is aimed at the investigation of the under representation of
women in the information technology (IT) workforce. In particular this study is focused at the role of career
values and motivations in occupational decisions.
I am asking for your participation in completing a brief on-line survey that will gather background
information about your areas of competence, motives and values, and how these factors influence your
career decisions. Completion of the survey is voluntary as piece of a dissertation study and is in no way a
requirement of your organization. The survey will take approximately 15 minutes to complete.
Your participation in this research is confidential. The survey does not ask for any information that would
identify who the responses belong to. Your confidentiality will be kept to the degree permitted by the
technology used.
If you are willing to participate in this research project, please click on this link <INSERT URL HERE> to
complete the survey.
If you have any questions, please do not hesitate to contact me. I can be reached by phone at 814-312-5250
or by email at jquesenberry@ist.psu.edu. I appreciate your assistance.
Thank you,
Jeria
Jeria L. Quesenberry, Ph.D. Candidate
College of Information Sciences and Technology
The Pennsylvania State University
307G IST Building, University Park, PA 16802
jquesenberry@ist.psu.edu
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APPENDIX C: QUESTIONNAIRE INFORMED CONSENT FORM
Implied Informed Consent Form for Social Science Research
The Pennsylvania State University
Title of Project:

Career Anchors and Organizational Climate: A Study of Women in the
Information Technology Workforce (IRB# 23620 Doc. 1)

Principal Investigator:

Jeria Quesenberry, Ph.D. Candidate
307G IST Building, University Park, PA 16802
(814) 865-5753; jquesenberry@ist.psu.edu

Adviser:

Dr. Eileen Trauth, Professor
330A IST Building, University Park, PA 16802
(814) 865-6457; etrauth@ist.psu.edu

1.

Purpose of the Study: The purpose of this study is to investigate the under representation of women
in the information technology workforce by focusing on the role of career values and organizational
climate in career retention decisions. Specifically, this study investigates: how career anchors are
manifested in the experiences of women in the American IT workforce; and how career anchors and
perceptions of organizational climate affect female career satisfaction and turnover intentions in the
American IT workforce?

2.

Procedures to be followed: You will be asked to complete an on-line survey investigating female
career values and retention decisions in the information technology workforce.

3.

Duration/Time: It will take about a half an hour to complete the survey.

4.

Statement of Confidentiality: Your participation in this research is confidential. The survey does not
ask for any information that would identify who the responses belong to. In the event of any
publication or presentation resulting from the research, no personally identifiable information will be
shared because your name is in no way linked to your responses. Your confidentiality will be kept to
the degree permitted by the technology used. No guarantees can be made regarding the interception of
data sent via the Internet by any third parties.

5.

Right to Ask Questions: You can ask questions about this research. Contact Jeria Quesenberry at
(814) 312-5250 with questions. You can also call this number if you have complaints or concerns
about this research. If you have questions about your rights as a research participant, or you have
concerns or general questions about the research, contact Penn State University’s Office for Research
Protections at (814) 865-1775. You may also call this number if you cannot reach the research team or
wish to talk to someone else.

6.

Voluntary Participation: Your decision to be in this research is voluntary. You can stop at any time.
You do not have to answer any questions you do not want to answer. Completion of the questionnaire
is voluntary as piece of a dissertation study and is in no way a requirement of your organization.

You must be 18 years of age or older to take part in this research study.
Completion and submission of the survey implies that you have read the information in this form and
consent to take part in the research. Please print this form for your records or future reference.
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APPENDIX D: PRELIMINARY PHASE EMERGENT THEMES
A variety of themes about career anchor manifestations were identified in the
preliminary phase of this research. These themes can be broken into three sections: career
anchor alignment, career anchor clusters, and temporal characteristics of career anchors.
The remainder of this section describes the various themes that were identified in the
preliminary phase. This discussion also includes the source of the theme identification.
Themes identified with a * were identified in prior research; themes identified with a †
were identified from application of the individual differences theory of gender and IT;
and themes identified with a ‡ were identified from emergent themes in Trauth’s dataset.
Career Anchor Alignment
Technical Competence: The technical competence career anchor is focused on the
desire for technical activities in order to gain proficiency or perfect skills in a certain
area. Themes that were identified in the preliminary phase are:
 Having an innate aptitude to work with IT * ‡
 Identifying with IT work †
 Having interests in IT outside of work †
 Having a diverse set of skills that enable a person to work with IT ‡
 Gaining self-fulfillment from IT work †
Managerial Competence: The managerial competence career anchor is focused on the
desire for managerial activities such as supervising, managing and coordinating the work
of others. Themes that were identified in the preliminary phase are:
 Having a mix of technical and non-technical skills ‡
 Having strong interpersonal skills * ‡
 Being assertive and confident as a female manager †
 Relying on role models †
 Obtaining graduate degrees †
Organizational Security: The organizational security career anchor is focused on the
desire for organizational/job security in which employees stay faithful to an organization.
Themes that were identified in the preliminary phase are:
 Placing a value for financial security * ‡
 Coming from a lower income family background †
 Being a single mother ‡
 Having a higher regional cost of living †
 Placing a value on retirement plans and benefits * ‡
Autonomy/Independence: The autonomy/independence career anchor is focused on the
desire to be free of constraints and restrictions to pursue managerial or technical
competence. Themes that were identified in the preliminary phase are:
 Placing a value on being free of constraints * ‡
 Placing a value on having choice * ‡
 Having a strong/independent female role model (e.g. mother) †
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Having lower organizational loyalty if autonomy challenged * ‡

Challenge/Variety: The challenge/variety career anchor is focused on the desire for
several types of challenges and the need to overcome difficult obstacles and situations.
Themes that were identified in the preliminary phase are:
 Placing a value on challenging aspects of work * ‡
 Enjoying the challenges associated with working in a male dominated industry ‡
 Placing a value on variety in work * ‡
 Having lower organizational loyalty if no challenge/variety * ‡
Entrepreneurship/Creativity: The entrepreneurship/creativity career anchor is focused
on the desire to create new products or services. Themes that were identified in the
preliminary phase are:
 Placing a value on entrepreneurship * ‡
 Placing a value on creativity * ‡
Service/Dedication: The service/dedication career anchor is focused on the desire to help
others and recognize a change for the greater good. Themes that were identified in the
preliminary phase are:
 Using IT as a mechanism for service ‡
 Teaching IT as a service ‡
Lifestyle Integration: The lifestyle integration career anchor is focused on the desire to
balance careers with family and personal growth. Themes that were identified in the
preliminary phase are:
 Placing a value on family * †
 Placing a value on personal goals * †
 The role of cultural influences * †
Geographical Security: The geographical security career anchor is focused on the desire
for geographical security in which employees stay faithful to a geographic region where
they work. Themes that were identified in the preliminary phase are:
 Placing a value on staying in a particular geographical residence* ‡
 Sacrificing career advancement to stay in a particular geographical residence * ‡
Identity: The identity career anchor is focused on the desire for status and prestige from
working at powerful or prestigious organizations. Themes that were identified in the
preliminary phase are:
 Sacrificing career advancement to stay at a particular organization * ‡
Career Anchor Clusters
Single Career Anchors: Career anchors have a one to one ratio in that a single
individual is aligned with only one career anchor. * ‡
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Multiple Career Anchors: Career anchors have a many to one ration in that a single
individual is aligned with one or more career anchors. * ‡
Specific Career Anchor Characteristics: Specific characteristics are evident for the
career anchor types, given that multiple career anchors can be found for a single
individual. In particular the organizational security and the challenge/variety career
anchors are complementary to many other career anchor types. Also, technical
competence and managerial competence are mutually exclusive. ‡
Temporal Characteristics of Career Anchor
Static Career Anchors: Career anchors do not change over time. *
Specifically, it was found that technical competence and managerial competence to do
change over time. ‡
Dynamic Career Anchors: Career anchors change over time. *
Specifically, it was found that lifestyle integration and geographical security change over
time. ‡
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APPENDIX G: QUESTIONNAIRE INSTRUMENT
I. BACKGROUND INFORMATION
1. What is your gender?
 Female
 Male
 Other
2. What is your age? __________
3. What is your ethnic / racial identity?
 White / Caucasian
 Black / African American
 American Indian or Alaska Native
 Asian
 Native Hawaiian or Other Pacific Islander
 Hispanic or Latino
 Biracial or Multi-racial
 Middle Eastern
 Other __________
4. What is your sexual orientation?
 Heterosexual
 Homosexual
 Bisexual
 Other
5. What is your relationship status?
 Single
 Partner
 Married
 Divorced
 Widowed
6. Do you have children?
 Yes
 No
If yes –

6a. How many children do you have? __________
6b. What are the ages of your children? __________

7. In what city and state did you attend high school?
8. In what city and state do you currently work? __________
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9. Do you have siblings?
If yes –

9a. How many siblings do you have? __________
9b. What is your birth order?
 First child
 Second child
 Third child or more
9c. What is the gender of your siblings?
 I have all brothers
 I have all sisters
 I have both brothers and sisters

10. What is your father's occupation? __________
11. What is your mother’s occupation? __________
12. What is your highest degree earned?
 High school degree
 Associates / technical degree
 Bachelors degree
 Masters degree
 Doctorate degree (e.g. J.D., M.D., Ph.D.)
15. What is the area of study of your highest earned degree?
 Technical (computer science, management information systems, engineering,
other information technology degree)
 Physical Science (chemistry, biology, physics)
 Social Science (psychology, sociology, economics, geography)
 Humanities and Liberal Arts (english, history, music, art, philosophy,
communications)
 Professional (law, medicine, business not management information systems,
education)
 Other __________

II. OCCUPATIONAL INFORMATION
1. What is your job title? __________
2. What does your job entail (i.e. what is the major function of your job)? __________
3. Which of the following best describes your occupation?
 Information analysis
 Systems design
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Systems development
Quality assurance
Implementation or integration
Support
Systems administration
Management
Content (e.g. technical writing or web content)
Training
Hardware development
Consulting
Other __________

4. How long have you been employed in the information technology workforce (in
years)? __________
5. How long have you been employed in your current job (in years)? __________
III. CAREER VALUES AND MOTIVATIONS
For each of the following items, answer the questions honestly and work quickly. Rate
the degree of truth for each question by assigning a number from 1 to 6. The higher the
number, the more that item is true for you. Avoid extreme ratings except in situations in
which you clearly have strong feelings in one direction or the other.
1
Never True

2
Seldom
True

3
Occasionally
True

4
Often True

5
Frequently
True

6
Always
True

1. I dream of being so good at what I do that my expert advice will be sought
continually.
2. I am most fulfilled in my work when I have been able to integrate and
manage the efforts of others.
3. I dream of having career that will allow me the freedom to do a job my own
way and on my own schedule.
4. Security and stability are more important to me than freedom and autonomy.
5. I am always on the lookout for ideas that would permit me to start my own
enterprise.
6. I will feel successful in my career only if I have a feeling of having made a
real contribution to the welfare of society.
7. I dream of a career in which I can solve problems or win out in situations that
are extremely challenging.
8. I would rather leave my organization than to be put in a job that would
compromise my ability to pursue personal and family concerns.
9. I will feel successful in my career only if I can develop technical or
functional skills to a very high level competence.
10. I dream of being in charge of a complex organization and making decisions
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that affect many people.
11. I am most fulfilled in my work when I am completely free to define my own
tasks, schedules and procedures.
12. I would rather leave my organization altogether than accept an assignment
that would jeopardize my security in that organization.
13. Building my own business is more important to me than achieving a highlevel managerial position in someone else's organization.
14. I am most fulfilled in my career when I have been able to use my talents in
the service of others.
15. I will feel successful in my career only if I face and overcome very difficult
challenges.
16. I dream of a career that will permit me to integrate my personal, family, and
work needs.
17. Becoming a senior functional manager in my area of expertise is more
attractive to me than becoming a general manager.
18. I will feel successful in my career only if I become a general manager in
some organization.
19. I will feel successful in my career only if I achieve complete autonomy and
freedom.
20. I seek jobs in organizations that will give me a sense of security and stability.
21. I am most fulfilled in my career when I have been able to build something
that is entirely the result of my own ideas and efforts.
22. Using my skills to make the world a better place to live and work is more
important to me than achieving a high-level managerial position.
23. I have been most fulfilled in my career when I have solved seemingly
unsolvable problems or won out over seemingly impossible odds.
24. I feel successful in life only if I have been able to balance my personal,
family, and career requirements.
25. I would rather leave my organization than accept a rotational assignment that
would take me out of my area of expertise.
26. Becoming a general manager is more attractive to me than becoming a senior
functional manager in my current area of expertise.
27. The chance to do a job my own way, free of rules and constraints is more
important to me than security.
28. I am most fulfilled in my work when I feel that I have complete financial and
employment security.
29. I will feel successful in my career only if I succeed in creating or building
something that is entirely my own product or idea.
30. I dream of having a career that makes a real contribution to humanity and
society.
31. I seek out work opportunities that strongly challenge my problem solving
and/or competitive skills.
32. Balancing the demands of personal and professional life is more important to
me than achieving a high-level managerial position.
33. I am most fulfilled in my work when I have been able to use my special skills
and talents.
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34. I would rather leave my organization than accept a job that would take me
away from the general managerial track.
35. I would rather leave my organization than accept a job that would reduce my
autonomy and freedom.
36. I dream of having a career that will allow me to feel a sense of security and
stability.
37. I dream of starting up and building my own business.
38. I would rather leave my organization than accept an assignment that would
undermine my ability to be of service to others.
39. Working on problems that are almost unsolvable is more important to me
than achieving a high-level managerial position.
40. I have always sought out work opportunities that minimize interference with
personal or family concerns.
41. Of the previous items, which of the following three statements are most true?

IV. EMERGENT THEMES
Choose strongly agree, agree, disagree or strongly disagree for each item below.
1
Strongly
Agree

2
Agree

3
Disagree

4
Strongly
Disagree

1. Even at a young age I was interested in an information technology career.
2. I accept the challenges associated with a career in the information technology
workforce.
3. I intend to remain in the information technology workforce for the
foreseeable future.
4. I am satisfied with my career in the information technology workforce.
5. I believe it is important to put the customers’ needs first.
6. I typically find myself consulting and exchanging information with my coworkers.
7. I identify with my work.
8. I identify with my profession.
9. Which of the following motivations are important to you in maintaining a career in the
information technology workforce (select all that apply)?
Managerial experience
Technical experience
The desire to create new products or services
The desire to be free of constraints and restrictions
The desire to help others and recognize a change for the greater good
Desire to overcome challenges and obstacles
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Desire to balance work and life
The desire to work for a prestigious organization
Financial security (i.e. salary, retirement)
Geographical security (i.e. staying in one geographical location over another)
10. Have your career motivations changed over time?
 Constantly change over time
 Occasionally change over time
 Never change over time / remain constant
11. Are you willing to participate in a follow-up interview on the topics covered in this
survey? If so, please provide information for the best way to contact you. Your
participation in this research is confidential. __________
Thank you for your support in completing this survey! Please feel free to contact Jeria
Quesenberry by phone at (814) 312-5250 or by email at jquesenberry@ist.psu.edu with
questions or comments.
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APPENDIX H: ON-LINE QUESTIONNAIRE SCREEN SHOTS
A sample of the full questionnaire as it was administered on-line can be found at:
http://www.surveyconsole.com/console/TakeSurvey?id=234444.
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APPENDIX I: EMPIRICAL PHASE PARTICIPANT CHARACTERISTICS
Descriptive Statistics for Age of the Participants
N

Minimum

Maximum

Mean

210

21

62

40.38

Std.
Deviation
8.599

Age Groupings of the Participants

21 - 29 yrs.
30 - 34 yrs.
35 - 39 yrs.
40 - 44 yrs
45 - 49 yrs.
50 - 54 yrs.
55 - 62 yrs.
Total

Frequency Percent Cumulative
Percent
25
11.9
11.9
27
12.9
24.8
48
22.9
47.6
37
17.6
65.2
45
21.4
86.7
16
7.6
94.3
12
5.7
100.0
210
100.0

Racial and Ethnic Background of the Participants

Asian
Biracial
Black
Hispanic
Middle Eastern
Other
Pacific Islander
White
Total

Frequency Percent Cumulative
Percent
6
2.9
2.9
1
.5
3.3
21
10.0
13.3
8
3.8
17.1
2
1.0
18.1
2
1.0
19.0
1
.5
19.5
169
80.5
100.0
210
100.0
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Sexual Orientation of the Participants
Sexual Orientation
Bisexual
Heterosexual
Homosexual
Unknown
Total

Frequency

Percent

3
202
4
1
210

1.4
96.2
1.9
.5
100.0

Cumulative
Percent
1.4
97.6
99.5
100.0

Relationship Status of the Participants
Relationship Status
Divorced
Married
Partner
Single
Widowed
Total

Frequency

Percent

16
141
17
33
3
210

7.6
67.1
8.1
15.7
1.4
100.0

Cumulative
Percent
7.6
74.8
82.9
98.6
100.0

Motherhood Status of the Participants
Motherhood Status
Does Not Have Children
Has a Child or Children
Total

Frequency

Percent

97
113
210

46.2
53.8
100.0

Cumulative
Percent
46.2
100.0

Number of Children of the Participants
Number of Children
Zero
One
Two
Three
Four
Five
Total

Frequency

Percent

97
45
47
16
4
1
210

46.2
21.4
22.4
7.6
1.9
.5
100.0

Cumulative
Percent
46.2
67.6
90.0
97.6
99.5
100.0
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State of Residence of the Participants
State of Residence
Alabama
California
Connecticut
Washington DC
Florida
Georgia
Illinois
Indiana
Massachusetts
Maryland
Michigan
Missouri
New Jersey
New York
Ohio
Pennsylvania
Texas
Virginia
West Virginia
Total

Frequency

Percent

2
4
1
10
103
4
5
1
3
5
2
2
3
11
5
33
5
10
1
210

1.0
1.9
.5
4.8
49.0
1.9
2.4
.5
1.4
2.4
1.0
1.0
1.4
5.2
2.4
15.7
2.4
4.8
.5
100.0

Cumulative
Percent
1.0
2.9
3.3
8.1
57.1
59.0
61.4
61.9
63.3
65.7
66.7
67.6
69.0
74.3
76.7
92.4
94.8
99.5
100.0

Siblinghood Status of the Participants
Siblinghood Status
Only Child
Has Siblings
Total

Frequency

Percent

12
198
210

5.7
94.3
100.0

Cumulative
Percent
5.7
100.0
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Number of Siblings of the Participants
Number of Siblings
Zero (Only Child)
One
Two
Three
Four
Five
Six
Total

Frequency

Percent

12
59
51
46
16
7
19
210

5.7
28.1
24.3
21.9
7.6
3.3
9.0
100.0

Cumulative
Percent
5.7
33.8
58.1
80.0
87.6
91.0
100.0

Gender of the Siblings of the Participants
Gender of Siblings
All Brothers
All Sisters
Both
No Siblings
Total

Frequency

Percent

50
54
94
12
210

23.8
25.7
44.8
5.7
100.0

Cumulative
Percent
23.8
49.5
94.3
100.0

Highest Degree Earned by the Participants
Highest Degree Earned
High School
Associates
Bachelors
Masters
Doctorate
Total

Frequency

Percent

33
38
100
37
2
210

15.7
18.1
47.6
17.6
1.0
100.0

Cumulative
Percent
15.7
33.8
81.4
99
100.0
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Degree Type Earned by the Participants
Degree Type
Other
Physical Science
Professional
Social Science
Technical
Total

Frequency

Percent

39
7
38
31
95
210

18.6
3.3
18.1
14.8
45.2
100.0

Cumulative
Percent
18.6
21.9
40.0
54.8
100.0

Years in the IT Workforce of the Participants

40

Frequency

30

20

10

Std. Dev = 7.79
Mean = 12.6
N= 210.00

0

.0
35
.0
30
.0
25
.0
20
.0
15
.0
10
0
5.
0
0.

Years in the IT Workforce
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Years in Current Job of the Participants
50

Frequency

40

30

20
Std. Dev = 5.60

10

Mean = 6.6
N= 210.00

0
0.0

10.0
5.0

20.0
15.0

25.0

Years in Current Job
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