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COMMENTS

Beforehand, the following facts should be kept inan

. The editorial style and the references in this rdigsertation follow the prescriptions
of the Publication Manual {6edition) of the American Psychological Association
(APA). This practice is in line with the policy ahe Programme in Industrial
Psychology of the North West University, Potche&fsin Campus, to use the APA style
in all scientific documents. This policy took effémm January 1999.

. The mini-dissertation is submitted in the form okaearch article.

. The editorial style was applied as specified by $loeith African Journal of Industrial
Psychology, which also subscribes to the APA sfijfee construction of the tables also

follows the APA guidelines.
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SUMMARY

Title: The psychometric evaluation and predictors of twdjective career success

instruments

Keywords: Subjective career success, police services, psyetianproperties, demographic
variables, human capital variables, organisatieaalbles, Perceived Career Success Scale,

Life-success Measures Scale

Subjective career success has been the focus edrobsfor a number of years. The term
refers to the individual’'s personal perception ofsuccessful he/she is in a career. In many
gualitative studies subjective career success uadao be a multi-dimensional construct.
Although there are quantitative instruments thatsoee subjective career success, they do
not measure the construct on multiple dimensiom® first objective of this study was to
determine the validity and reliability of two exigj multi-dimensional instruments that
measure subjective career success, especiallyeirStluth African context. These are the
Perceived Career Success Scale (Gattiker & Larwd®86) and the Life-success Measures
Scale (Parker & Chusmir, 1992).

The second objective was to determine which predictan be found for subjective career
success. Literature differentiates between thremadrcategories of variables, namely
demographical (gender, language group, maritalstahd age), human capital (job tenure,
level of education and career planning) and orgaioisal variables (perceived organisational
support and training, and development opportunities

A convenience sample of 754 personnel from thelSafiican Police Service was taken at
stations and training colleges in the Free Statytts Africa. A measuring battery that
assesses subjective career success was usednidiiecethe Perceived Career Success Scale
as well as the Life-success Measures Scale. Iniaddguestions were used to ascertain the
three types of variables demographic (gender, laggwroup, marital status and age), human
capital (job tenure, level of education and carpnning) and organisational variables

(perceived organisational support and training @evklopment opportunities).

The following statistical analyses were done tolys®athe data: descriptive and inferential
statistics, Cronbach’s alpha coefficients, producment correlations, confirmatory factor

analysis and linear regression analysis. The esdilthese analyses indicate that subjective



career success is indeed a multi-dimensional aaetstThree dimensions (job success,
interpersonal success and non-organisational ssicoéshe Perceived Career Success Scale
(Gattiker & Larwood, 1986) could be establishede3drdimensions yielded good reliability,
but the validity remained problematic. In contraisg Life-success Measures Scale (Parker &
Chusmir, 1992) yielded four dimensions (securibgial contribution, professional fulfilment
and personal fulfilment). The psychometric progertof these dimensions were acceptable

and showed to be reliable and valid.

In addition, various demographic, human capital arghnisational variables were found to
be predictors of subjective career success. Carkzaming, training and developmental

opportunities, as well as perceived organisatisopport, explained the most variance.

Various recommendations were made for the contietkisoSouth African Police Service, and
also for future research. The organisation is advi® apply the results from this study to
adjust policies and practices in such a way thatleyees will experience higher levels of
subjective career success. Furthermore, careeussi®ns may be held in order to enhance
opportunities for career planning and provide opputies for relevant training and
development that are aligned to the business arfitee organisation. Interventions that will
increase perceived organisational support and coalgeslationships could be implemented

and maintained.

More research on the two subjective career sucoessures is needed, in order to 1) verify
the validity of the Perceived Career Success Saatk?2) to apply it and the Life-success
Measures Scale to other sectors and industriess llso recommended that a more
heterogeneous sample be utilised as well as |atigaliresearch designs in future research

studies relating to subjective career success.



OPSOMMING

Titel: Die psigometriese evaluering en voorspellers vénegtiewe loopbaansukses

Sleutelwoorde: Subjektiewe loopbaansukses, polisiedienste, psitjeese eienskappe,
demografiese veranderlikes, menslike-kapitaalvezdikgs, organisatoriese veranderlikes,
“Perceived Career Success Scale”, “Life-successsiitea Scale”.

Subjektiewe loopbaansukses is reeds geruimé tydderwerp wat nagevors word. Sodanige
sukses verwys na individue se persoonlike evalgeran die mate sukses wat hulle in hulle
loopbaan ervaar. Verskeie kwalitatiewe studiesblesind dat subjektiewe loopbaansukaes

meerdimensionele konstruk is. Tog bestaan daar taes’n algemeen aanvaarde,

kwantitatiewe, multidimensionele meetinstrument sitbjektiewe loopbaansukses nie. Die
doel van hierdie studie was om die geldigheid etrobkaarheid vas te stel van twee
bestaande multidimensionele meetinstrumente, déecdved Career Success Scale” en die

“Life-success Measures Scale”, veral binne die Sditkaanse omgewing.

Die tweede doelwit was om vas te stel watter voaleps daar vir subjektiewe
loopbaansukses bestaan. Volgens die literatuur \Wwndlie voorspellers in drie kategorieé
van veranderlikes verdeel, naamlik demografies léges huistaal, huwelikstatus en
ouderdom), menslike kapitaal (jare diens, vlak warderrig en loopbaanbeplanning) en
organisatories (gewaarworde organisatoriese oralernsty asook opleiding en

ontwikkelingsgeleenthede).

'n Ewekansige steekproef is gedoen onder 754 persiedeevan die Suid-Afrikaanse Polisie
Diens van verskillende stasies en opleidingskoiegealie Vrystaat, Suid-Afrika. Daarnais
meetbattery is ingespan wat subjektiewe loopbaaesukneet (deur die Perceived Career
Success Scale en die Life-success Measures Scat®k avrae oor die onderskeie
veranderlikes: demografies (geslag, huistaal, hikgtetus en ouderdom), menslike kapitaal
(jare diens, vlak van onderrig en loopbaanbeplag)nien organisatories (waargenome

organisatoriese ondersteuning asook opleiding émikkelingsgeleenthede).

Die volgende statistiese analises is gebruik om dha¢a te ontleed: beskrywende en
inferensiéle statistiese tegnieke, Cronbach s&adféisiént, produk-moment-korrelasies en
bevestigende-faktor-analises asook liniére regeassianalises. Die resultate van hierdie

ontledings dui daarop dat subjektiewe loopbaansukederdaadn multidimensionele

Xi



konstruk is. Daar is drie dimensies vasgestel tadi@ Perceived Career Success Scale,
naamlik werk-, interpersoonlike en nie-organis&®ei sukses. Hierdie dimensies het
aanvaarbare betroubaarheidsvlakke getoon, maar gdldigheid daarvan was steeds
problematies. Daarteenoor het die Life-success MeasScale vier dimensies opgelewer,
naamlik sekuriteit/sekerheid, sosiale bydrae, ppsit;mele vervulling en persoonlike

vervulling. Die psigometriese eienskappe van heediinensies was meer aanvaarbaar.

Voorts is bevind dat sekere demografiese, menghigitaal en organisatoriese veranderlikes
wel as voorspellers vir subjektiewe loopbaansukées dien. Die veranderlikes,
loopbaanbeplanning, opleiding en ontwikkelingsgeleede asook gewaarworde

organisatoriese ondersteuning het die grootstansie getoon.

Verskeie aanbevelings is gemaak vir die Suid-Afikee Polisiediens om op te volg, asook
vir verdere navorsingn Aanbeveling aan die organisasie is om die resulain hierdie
studie te benut en sodoende beleide en gebruike gerander dat werknemers hoér vliakke
subjektiewe loopbaansukses kan beleef. Voorts vmsprekings oor loopbaanbesetting
aanbeveel sodat beter geleenthede geskep wordttwntaite gerig op loopbaanbeplanning
asook vir die verskaffing van relevante opleidingn ontwikkelingsgeleenthede in
ooreenstemming met die organisasie se strategmdwitte. Intervensies wat gewaarworde
organisatoriese ondersteuning asook vriendskapitboudings bevorder, kan ingestel en

gehandhaaf word.

Verdere navorsing is nodig oor die twee meetinsémie vir subjektiewe loopbaansukses om
1) die geldigheid van die Perceived Career SucBeake te bepaal; en 2) dit asook die Life-
success Measures Scale in ander sektore en ondegsemoe te pas. Daar word ook
aanbeveel dat in die vervolgn heterogene steekproef gebruik asook longitudinale
navorsingsontwerpe ingespan word in toekomstigensawgsprojekte rakende subjektiewe

loopbaansukses.
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CHAPTER 1

INTRODUCTION

1.1PROBLEM STATEMENT

Presently the perception of the nature of careecess differs from what previously was
regarded as being successful. During agrarian tilvesl work and survival were considered
as career success (Savickas, 2000), whereas diimeg of industrialisation, loyalty to

organisations and advancement up the organisatiueehrchy indicated success (Heslin,
2005a). During these modern times, success thusngasured by the amount of “verifiable
attainments” the individual obtained during a car@¢eslin, 2005a; Savickas, 2000). This
implied the use of “objective measures” such asmmtmons and salary increase (Russo,
Kelly, & Deacon, 1991). However, the current workvieonment is characterised by

globalisation, economic uncertainty and technolagichanges (Admundson, 2005;

Countinho, Dam & Blustein, 2008; Savickas, 2000)erEfore the conception of a career and

the accompanying possibilities of success havegdthdramatically.

According to Arthur, Khapova and Wilderom, (200B& tdefinition of a career has changed.
Careers are increasingly characterised as an uofable series of experiences, which
include a combination of work as well as non-wodthaties through different life-stages.
The literature distinguishes two distinct views adreer success, namely objective and
subjective career success (Judge, Cable, Boud&dretz, 1995; Nabi, 1999; Ng, Eby,
Sorensen, & Feldman, 2005). Objective career ssam@®prises remuneration such as salary
level, as well as and ascendancy such as promatemesved. In contrast, subjective career
success includes aspects such as career enjoyniejabasatisfaction (Judgat al, 1995; Ng

et al, 2005).

From objective to subjective career success

Traditionally, objective career success had beemsidered the sole determinant to an
individual's level of a successful occupation (Antket al, 2005). However, according to
recent literature career success is perceived nmoterms of work-related outcomes and
experiences at any point in an individual’s liferffAur, et al, 2005). Therefore such forms of
success are considered to be changing consistestlypersonal priorities are rearranged

(Dany, 2003; Dries, 2011). In addition, the tramhi@l incentives (e.g. promotion up the

1



hierarchical ladder in an organisation) are peexito have lost their significance (Dries,
Pepermans & Carlier, 2008; McDonald & Hite, 2008eking internal fulfilment through

developing and learning experiences in both wordk @aon-work activities, are perceived to
have become more rewarding (Tu, Forret & SullivZB06). Employees currently also value
career aspects such as employment stability, incasm@rations and learning opportunities

(Arthur et al, 2005), leading to the concept and measuremesuhypéctive career success.

According to Powell and Mainiero (1992), subjectoageer success was proposed as a more
important determinant of success than objectivecessg Therefore it is necessary to
determine the extent of subjective career sucdessimdividuals experience directly, and
affect the organisation indirectly. Notwithstanditigs need, there currently is no general
consensus among researchers on a valid and relreitement to measure an individual’s
level of subjective career success. An analysisdected by Dries (2011) found that
approximately 15% of studies on subjective caregcass are qualitative in nature; the

remaining 85% do employ quantitative methods.

In the literature the instruments used most ofteméasure subjective career success include
those developed by Greenhaus, Parasuraman and &yofb890); Nabi (1999); Parker and
Chusmir (1992); as well as Gattiker and Larwood8@)9 From these instruments the one
most prevalent in previous research are the onebmnal instrument developed by
Greenhauset al, (1990), which consists out of five items. Howevarthur et al, (2005)
advanced the possibility that subjective careercessg have multiple dimensions. The
instrument of Nabi (1999) measures intrinsic andriesic job success, by using a
combination of the scales developed by Greenleaad. (1990), as well as by Gattiker and
Larwood (1986). Both Gattiker and Larwood (1986) &arker and Chusmir (1992) have

developed multi-dimensional questionnaires thatravdrfurther investigation.

Gattiker and Larwood (1986) developed a five-fadtmstrument, namely the Perceived
Career Success Scale (henceforth referred to aSPCH this scale four factors relate to
organisational success (ijeb-, interpersonal-, financial- and hierarchicalicscesy and one
factor relates to a non-organisational successorfagte. life suecess). This instrument
consists of 23 self-reported items, which reveak fidifferent dimensions of success.
According to this instrumenjob successefers to the following: development opportunities
responsibility, performance at work, support frorarmagers, being happy at work and having
a feeling of dedication to work. In concordanggrpersonal succes®fers to: having the



respect and acceptance of colleagues, the conBdehcsupervisors and getting positive
evaluations on work dond-inancial successneans fair compensation or even having a
higher income in comparison to colleagudgerarchical successefers to opportunities for
promotion and the achieving of career godlfe succesgnon-organisational succeYs

implies to be happy in non-work related areasfef(lGattiker & Larwood, 1986)

Another instrument which is designed to measurgestilde career success on multiple
dimensions, is the Life-success Measures Scale¢f@rh referred to as LSMS) developed
by Parker and Chusmir (1992). This scale consists42 self-report items and six
theoretically distinct sub-scales, namelstatus/wealth, social contribution, family
relationships, professional fulfilment, persondfiftnent and securityln this instrument the
dimensions can be explicated as follow&atus/wealthrefers to getting public recognition,
having influence and a high inconszcial contributionfocuses on being able to help others
and being useful to societfamily relationshipamplies having a happy marriage and being
good at parentinggrofessional fulfilmenimplies being committed to and satisfied with work
and the organisation, as well as having the respiestiperiors and colleagues; aseturity
means having long-term economic and job-relatedilgta regular pay increases and
productive benefitspersonal fulfilmententails gaining personal meaning and happiness,
experiencing inner peace, self-respect, contenten@hienjoying activities that are not related
to work (Parker & Chusmir, 1991).

Generally, the PCSS, developed by Gattiker and adn(1986), focuses on the individual’s
perception of career success in comparison todrgers. This model has a greater focus on
work-related aspects that will influence the exgece of career success. This is in line with
the traditional definition of subjective career segs, which refers to positive outcomes from
work-related experiences (see Artheir al, 2005). In contrast, the LSMS of Parker and
Chusmir (1992), measures subjective career sudemasa personal perspective. This model
has a greater focus on non-organisational suc&ssh success refers to aspects that will
enable the individual to experience a feeling afcess beyond the scope of work. This is in
agreement with Heslin (2005b) and Valcour and La(®#8), who states that subjective

career success spans a broader range of outcoroleslimg non-work activities and roles.

! Life success has been replaced with non-organisational success throughout this dissertation to prevent
confusion with the Life-success Measures Scale.



On closer inspection of the two instruments, sonnalarities and differences are noted
between their dimensions. Specifically, the dimensi“Financial success” of the PCSS is
somewhat similar to “Status/wealth” and “Securitf’ the LSMS; “Hierarchical success”
(PCSS) and “Professional fulfilment” (LSMS), as lwvak “Non-organisational success”
(PCSS) and “Family relationships” and “Personalilfuent” (LSMS), share similarities,
although the focus of each factor differs in eatrument. “Job success” and “Interpersonal
success” are unique factors to the PCSS, whereasidlScontribution” is unique to the
LSMS.

Although both the PCSS and LSMS measure subjecti@eer success on various
dimensions, the focus of each instrument is differdherefore, it may be beneficial to
investigate both instruments as it might providéaddistic view on all aspects related to
subjective career success. Comparing results di lmgtruments might yield valuable
information on the exact factors that are most aami for subjective career success within

the South African context.

According to the Employment Equity Act (No. 55 &9B), all psychological tests need to be
proven scientifically to be valid and reliable. Suests should also be applied fairly to all
participants, in order to prevent unfair discrimion. Therefore the validity and reliability of
instruments is extremely important, especially wlaeiministered within a South African
context. The validity of an instrument concerns thaneasures and how well it does so,
whereas the reliability of an instrument refersti@ consistency in which a construct is
measured across time and under standardised cit@uees. This implies that similar results
should be obtained every time the instrument isiadtered (Foxcroft & Roodt, 2009).

Both the instruments developed by Gattiker and baxv(1986), as well as by Parker and
Chusmir (1992), have shown acceptable levels adbiity during its developmental stages
abroad. The Cronbach’s alpha coefficients foundtlfier PCSS ranged from 0.65 to 0.83,
which proved reliability (Bozionelos, 1996; Gattik& Larwood, 1986). Concurrently, the

LSMS also showed internal consistency with the cales’ alpha coefficients ranging from
0.67 to 0.87, which also proved reliability (Park&r Chusmir, 1992). Different from

reliability, the validity of an instrument refers how well it measures that what it claims to
measure (Foxcroft & Roodt, 2009). Construct vajidif the LSMS was determined through
factor analysis, which differentiates between gstidct factors (Parker & Chusmir, 1991,
1992). Although the PCSS was employed in sevetatnational studies, (Bozionelos, 1996;



Dries, 2011; Gattiker & Larwood, 1986), information its validity is not available. These
instruments have not been utilised in studies intlb@\frica, and therefore it is not known

how these instruments perform within the South &sini context.

Having these measuring instruments proven valid @ahidble within the South African
context may add value to the body of research kedgd on subjective career success in
South Africa. Drieset al. (2008) urge that more studies are needed on givgecareer
success. In addition, research in South Africdse aeeded in order to capture the diversity
of perspectives in the current South African worké The topic of career success already
has been researched among working adults and w@@lerer & Karim, 2012; Stumpf &
Tymon, 2012), MBA students (e.g. Supanco, 2011)yagars and support personnel (e.g.
Gattiker & Larwood, 1986; Mohd, Ismail & GaravarQ14) and various other populations.
However, only a few studies on subjective care@cass have been conducted in South
Africa. These studies were undertaken among humeaource management practitioners
(Botha, 2011), the South African National Defenoece (Ditsela, 2012), professionals in the
public and private sectors (Lemmer & de Villier§02), as well as academic staff (Riordan
& Louw-Potgieter, 2011).

The studies mentioned were either qualitative tuma(Ditsela, 2012; Lemmer & de Villiers,
2004) or, in the case where a quantitative metha$ wtilised, different measuring
instruments were applied. Botha (2011) made usheoCareer Success Orientation measure
and Riordan & Louw-Potgieter (2011) used instrureadveloped by Kirchmeyers (2002)
and Turban and Doherty (1994). Although these studsed valid and reliable career success
instruments from abroad, both measure career ssieéses one-dimensional construct (Botha,
2011; Kirchmeyers, 2002; Turban & Doherty, 1994). dontrast, Arthuret al. (2005)

indicated that subjective career success is a{tduttensional construct.

Although subjective career success have been cdsshextensively in South Africa (see
Botha, 2011; Ditsela, 2012 & Riordan & Louw-Potgiet2011), it has not been investigated
within the South African Police Service. The Soafinican Police Service (SAPS) consists
of a hierarchical structure of twelve levels (frasonstable to general) and fifteen core
components, which entail visible policing, deteetiservices, crime intelligence and legal
services (South African Police Service, 2012a &24)1In such an organisation, one would
expect that objective career success should dasifttainable, through promotions and work

diversity. However, this is not the case. Reseaahe by Newman, Masuku and Dlamini



(2006) found that a large number of police memblease the perception of being
discriminated against on the basis of certain deapigcal characteristics as far as
promotions and the allocation of resources are @wmec. This perception is confirmed by a
number of lawsuits filed against the SAPS, inclgdMinister of Safety and Security v
Coetzer and Others (2003); SAPU obo Lotter v SARI®?); Solidarity obo Barnard v SAPS
(2010).

Not only do SAPS members face organisational chgéls; they also operate in a highly
stressful work environment, characterised by a bighe rate and limited resources (Mostert
& Rothmann, 2006). According to Watson, Volschelkgobs and Bhullar (2007), members
are exposed on a regular basis to gruesome crieme@schostage taking, shooting incidents,
provocation and other traumatic incidents, whicls hlae potential to make them react
negatively towards their careers. In light of tim$ormation, the attainment of objective
career success seems unlikely. To counter thisepgon, a focus on experiences of
subjective career success can be an important faeibkeep police members motivated and
engaged in their career and public services (Juelgal, 1995). Furthermore, astudy on
subjective career success possibly would yield aldki information to the organisation,
which could help it to create clear, concise anttessful career options for its members.

Predictors of career success

In addition to the importance of having valid araliable measures for subjective career
success, it is also important to investigate thi#oua predictors of subjective career success.
Individuals spend about a third of their time atrkvand therefore the need for a successful
career can be expected. Those members, who expergemigh level of subjective career

success, feel more successful in their careersi(N889). Therefore the inference can be
drawn that if an individual’'s subjective careersegs contributes to the overall success of an
organisation (i.e. Judge, Higgens, Thoresen, &iBlgri999; Supanco, 2011; Yu, 2011), it

certainly would be to the advantage of the orgadinisao know the nature of those factors.

Nevertheless, the literature is unclear on the texadables that predict subjective career
success (Supanco, 2011), even though various stuhs undertaken to determine these
factors (Judget al, 1995; Nget al, 2005; Supangco, 2011).

The meta-analyses done by Bigal. (2005) and the empirical research conducted bgeled

al. (1995) and Park (2010), as well as by Nabi (1988)concur that the most prevalent



demographical predictors of subjective career ssscege gender, language groups, marital

status and age.

Other variables that contribute significantly te tlevel of career success that an individual
experiences have been categorised by édgal. (2005) as follows: human capital,
organisational and motivational variables. Varighbier human capital entail: hours worked,
work experience, willingness to transfer and socegbital (Nget al, 2005), occupational
tenure, international experience and accomplishrradintg (Judgeet al, 1995), as well as a
calling that directs work orientation (Park, 201).light of these findings Net al. (2005)
and Judgeet al. (1995) agree that job tenure and level of edunagie particularly strong
predictors of subjective career successeNal. (2005) and Park (2010) added the variable of

career planning to this list.

There are numerous organisational variables thediglr subjective career success. These
include: career sponsorship, supervisor suppogarosational resources (Ng al, 2005),
whether the organisation is a public firm, the peton of a successful career and the
number of employees employed by the organisatiodg@et al, 1995). Other variables are:
the level of employment security experienced thegpssion possibilities (Nabi, 1999) and
the organisation’s learning climate (Park, 2010y & al. (2005), Nabi (1999) and Park
(2010), consider training and development oppotiemias well as perceived organisational
support as strong predictors of subjective careeress (Ballout, 2006; Chen, 2010).

Lastly, motivational variables that predict carseccess include the following: number of
after hours per month, hours worked per week ardhtiurs desired to work (Judgeal,
1995), networking (Nabi, 1999) and ambition (Judgal, 1995; Nabi, 1999).

In summary, it is suggested in the literature thatperception of career success has changed
for both the individual and the organisation (Hesl2005a; Savickas, 2000). Traditional
methods to determine career success (such as ‘iedijagtive” methods) do not capture the
essence of career success adequately. The meastisnlgjective career success is therefore
of greater importance (Powell & Mainiero, 1992). wéver, in the literature there is no
agreement on the quantitative instruments used éasore subjective career success.
Determining the validity and reliability of exisgnmeasures for subjective career success
within the South African context can certainly helgdress this need. In addition, knowing
which variables may predict subjective career ssscmay also assist organisations in

enhancing the career success of their employeess, Tl light of the current circumstances
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and work environment within the SAPS, research domghis organisation may be valuable

to help address the need for subjective careeesador employees of the SAPS.
1.1.1 Literature review
Subjective career success

Subjective career success is defined as: “the aoisthment of desirable work-related
outcomes at any point in a person’s work experigoeer time” (Arthuret al, 2005, p. 179).

Or it can be described as: “the positive matenm psychological outcomes resulting from
one’s work-related activities and experience” (@adin & Greenhaus, 2006, p. 148). Valcour
and Ladge (2008) state that subjective career saat@es not depend on the achievement of
outcomes endorsed by the society, which includenptimns and high earnings. Such success
rather involves an individual's personal internatgpectives, evaluations and interpretations
of success achieved during a career (Aretual, 2005). A broader range of outcomes is also
included such as meaning, work-life balance, idgmtnd contribution to a worthwhile cause.
This implies that the individual will experiencerear success according to his/her own

judgement based on personal standards (Gattikear§vdod, 1986).

In the literature the concept of subjective camercess was proposed as a more important
determinant of success than objective success (P&dainiero, 1992). Nevertheless the
subjective perspective received attention in ompigraximately 25% of the research done on
career success (Heslin, 2005a). In a meta-anaidaty by Arthuret al. (2005) it was found
that 72-78% of studies undertaken on career sucdassnention the subjective concept of
career success, but only 15% of these researctieartactually focused exclusively on
subjective career success, by employing both tladitgtive and quantitative methods. This
indicates the lack of research about the subjeqieespective on career success (Heslin,
2005a).

Predictors of subjective career success

According to literature, there exist different qaiges of predictors of subjective career
success (Neet al, 2005; Park, 2010). For purposes of this studgse¢hare condensed into
three categories, namalgmographic, human capital and organisationatiables (N¢et al,
2005).



Demographic variablesnclude amongst others, gender, marital status, agl language
groups. With regard to gender and marital statusas found that women are perceived to
experience lower levels of subjective career sig;adise to gender discrimination (Oliver &
Karim, 2012). This condition may lead to lower aapons and less career satisfaction (Blair-
Loy, 2003; Settles, Cortina, Malley, & Stewart, BpOFrom a different angle, Bradley,
Brown and Dower (2009), as well as Maintier, Jaukand Le Floc’h (2011), have found that
both men and woman hold the same career aspiratiaisvomen experience success at
lower hierarchical levels than men and this expegemanifests differently. As for the
variable age, Judget al. (1995) found that it is related negatively to sdtive career
success. A possible reason could be that prioritiesnge over time and work is not

considered as important.

Human capital variablegonsist of job tenure, level of education and eamanning. Nabi

(2003) found that an extended tenure at an orgamisdo predict higher levels of subjective
career success, especially when the individual rexpee loyalty towards the organisation.
Accordingto Clark and Oswald (1996), Ng al. (2005), as well as Wayne, Linden, Kraimer
and Graf (1999), the level of education will infhiee subjective career success positively.
Nabi (2003) found that individuals who engage irreea planning strategies (such as
networking and self-nomination) experiences highearels of subjective career success,

especially towards their colleagues and their wol&.

Organisational variablesre the following: perceived organisational suppod training and
development opportunities. Organisational supp@s$ vound to be a predictor of subjective
career success by Ballout (2005) and Chen (20189. résearch of Ngt al. (2005) and
Wayne et al. (1999), found a positive relationship betweenniraj and development

opportunities and the subjective career successrexyed by employees.

Given this background, it is therefore of great amgnce for both the individual and the
organisation to determine the nature of these giiedi variables, so that the necessary
adjustments can be made to help employees obtaim#ximum level of subjective career

success.
1.1.2 Theoretical framework

Subjective career success will be explained byguéite contest-mobility and sponsored-
mobility model of career success (Ng al, 2005). The contest-mobility model was



developed by Turner (1960) and suggests that eaxdop participates in an open “contest”.
All participants within a basic framework have wars strategies to apply in order to attain
credentials, which are associated with covetedomés or a status (Marshall, 1998; Turner,
1960). No individual will have any advantage oveother and therefore the “winners” will
be those that have the qualities required to ol#agtess. Rosenbaum (1984) postulates that
individuals are engaged in constant competitiomwithers and are simultaneously bettering
themselves in order to succeed. According to Betk@84) the labour market places a high
value on human capital. This model can be appbesubjective career success, in the sense
that certain variables will be related positivadysubjective career success. These include job
tenure, level of education and career planningywel$ as perceived organisational support
(Ng et al, 2005). This implies that as an individual's ja@ndre, level of education, career
planning and perceived organisational support ases, the level of subjective career

success experienced by this individual will alsoréase.

The sponsored-mobility model asserts that an iddai only has access to a limited amount
of strategies and that a selected group, the elitetrol individuals and outcomes according
to their desired results (Marshall, 1998). Turrld60) states that an individual’'s status is not
earned, but rather given to him/her, based on subjextive criterion. In order to gain access
to the desired outcomes or status, the individuastnbe sponsored by one or more of the
elite group. The implication is that no matter whtobrt an individual puts in, the outcome is
determined by the elite; those with greater suceessthe ones that have been sponsored
more by the elite (N@t al, 2005). This implication is true for organisaticas well: those
sponsored by organisations will have greater ressuavailable to them, which will enable
them to experience subjective career success. foheyén an organisation, those employees

that are sponsored will have access to trainingogupebrtunities to develop their skills.

Ng et al. (2005) suggest that demographic variables wileeine who in the organisation
will be sponsored more readily. Gender and raciat lwill ensure that white men, for
instance, will be favoured above women and membérsther minority groups (Kanter,
1977). An individual's marital status (Ngt al, 2005; Pfeffer & Ross, 1982) and age may
also influence the amount of sponsorship receivech fan organisation. This model can be
applied to subjective career success in the sdraetriining and opportunities to develop
skills will be related positively to subjective ear success. Demographic variables such as
gender, language groups, marital status and adlebevrelated positively or negatively to

subjective career success. This, however, dependde sponsorship of the organisation:
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Being a white married male above a certain age wwllte positively to subjective career
success, whereas being a non-white unmarried yéamgle will relate negatively to such

success (Net al, 2005).
1.2 RESEARCH QUESTIONS

Based on the above mentioned problem statemenfotlmaving research questions were

developed:

* Do the two instruments for subjective career suxcsed in this study (i.e. Perceived
Career Success Scale of Gattiker & Larwood (198@) the Life-success Measures
Scale of Parker & Chusmir (1992)), provide validdamrliable measurements for
subjective career success among employees of tR&SSA

* Which demographic variables (i.e. gender, languzrgeips, marital status and age)
are significant predictors of subjective careercegs for employees of the SAPS?

* Which human capital variables (i.e. job tenure,eleeof education and career
planning) are significant predictors of subjectoggeer success for employees of the
SAPS?

* Which organisational variables (i.e. training anevelopment opportunities and
perceived organisational support) are significanédictors of subjective career
success for employees of the SAPS?

* What recommendations can be made to the SAPS dnde fuesearch on the

attainment of subjective career success in Souticatf

1.3 RESEARCH OBJECTIVES

The research objectives are divided into a geradjalctive and specific objectives which are

drawn from it.
1.3.1 General objective

The general objective of this research is to esfabthe validity and reliability of two
available instruments that measure subjective cateess, and to investigate the predictive
validity of demographic, human capital and orgatsel variables for subjective career

success as measured by these instruments.
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1.3.2 Specific objectives
The specific objectives of this study entail thidwing:

* To establish the validity and reliability of the dwnstruments measuring subjective
career success that was used in this study, naimeljerceived Career Success Scale
of Gattiker & Larwood (1986) and the Life-succesgddures Scale of Parker &
Chusmir (1992) — when applied among employeeseoS#HPS.

* To determine which demographic variables (i.e. genthnguage groups, marital
status and age) are significant predictors of suivge career success for employees of
the SAPS.

* To determine which human capital variables (i.&. fenure, level of education and
career planning) are significant predictors of sabye career success for employees
of the SAPS.

* To determine which organisational variables (i.eaining and development
opportunities and perceived organisational suppar® significant predictors of
subjective career success for employees of the SAPS

* To make recommendations for future research antdipea
1.4  EXPECTED CONTRIBUTION OF THE STUDY
1.4.1 Contribution to the individual

Most individuals have limited opportunities for ebjive advancement in their careers and if
they do advance, they may reach a plateau at stage $Tremblay, Roger & Toulouse,
1995). However, it is still paramount for employdeshave a sense of being successful in
order for them to continue performing and to denmmeaning from their work (Nggt al,
2005). Thus, it is important that individuals havgreater understanding of what subjective
career success holds for them or what factors teaithe experience of subjective career
success. This understanding will enable them te takponsibility for their career paths and

thereby to align both professional and personalsgimaobtain success.
1.4.2 Contribution to the organisation

Opportunities for promotion and advancement ar&eidnwithin any organisation, including
the SAPS (Newmaret al. 2006). Therefore it is impossible for all employde reach the
“top of the corporate ladder” (Financial Manageme@®12). However, if an organisation has
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a clearer understanding of its employees’ neegeogaly what they consider as subjective
career success, then management will be able testagplicies and practices accordingly.
These adjustments will ensure that all individustperience some level of career success,
especially in a personal meaningful way (in otherds, subjective career success). This will
ensure continued performance and commitment frdmeraployees, which, in turn, will
increase the revenue and competitive advantagieeobriganisation (Chovwen, 2012; Ng,

al., 2005).

In the case of the SAPS, the understanding of stiage career success is extremely
important. In an organisation where its employess their lives on daily, subjective career
success is non-negotiable. Furthermore, Tobah (jZ0L@d that higher levels of satisfaction
with a job, increases ethical behaviour in the piggtion. This has implications for practices
of compromised values and corruption, especially iservice organisation, such as SAPS.
Having an understanding of the impact of subjecti@eeer success will help to create clear,
concise and successful career options for its mesnda the instance where the two
instruments under discussion are found to be \aiii reliable, organisations would be able
to use these instruments with confidence. Theunstnts will help them obtain the relevant
information that will enable them to pinpoint whidiactors ensure their employees’

experience of subjective career success.
1.4.3 Contribution to industrial/organisational literature

Only limited studies have been done on subjectarear success in South Africa, especially
by using quantitative methods. The present stuayribmtes to the current literature on the
guantitative measurement of subjective career ssdaceSouth Africa. It helps to outline the
psychometric properties of two instruments that snea subjective career success, as
currently there is no generally accepted measunstgument for subjective career success in
South Africa. If these instruments are found tovakd and reliable within the South African

context, it could also be applied for other reskegnarposes and studies on career success.
1.5 RESEARCH DESIGN
1.5.1 Research approach

The study follows the method of a quantitative aesk approach. Quantitative studies are
characterised by a large number of respondentsuaedstatistically valid and objective

measuring instruments from which conclusions arawdr (Anderson, 2006). A cross-
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sectional approach is employed, where data is aelle from a sample of a selected
population at one point in time (Olsen & George04£20 This is the most economical and

timeous method in which to conduct the study.
1.5.2 Research method

This study consists of a literature review and mupieical study. Results that are obtained are
presented in the form of a research article.

1.5.2.1 Literature review

A comprehensive literature review is done on suhljeccareer success and its relationship
with different dimensions of variables: demograpfiie. gender, language groups, marital
status, & age), human capital (i.e. job tenuregellexf education, & career planning) and
organisational (i.e. training and development opputies & perceived organisational

support).

Articles relevant to this study, published from @98 2012, was obtained by means of
computer searches and accessing internet data baskesas: Academic Search Complete;
Africa-Wide Information; Business Source CompleteINAHL; EbscoHost; EconlLit;
Emerald; Health Source — Consumer Edition; Healthr& — Nursing/Academic Edition;
Humanities International Complete; MasterFile PemiNexis; ProQuest; PsycArticles;

Psycinfo; SACat; SAePublications and Science Direct
1.5.2.2 Research participants

Convenience sampling was taken for this study anengloyees of the SAPS in the Free
State. The sample size consisted of 754 membersrggresent various ranks in the SAPS,
as well as clerical personnel. The sample inclupadicipants from different genders,
language groups, marital status and ages. The stadyonducted in the Free State Province
of South Africa.

1.5.2.3 Measuring instruments
The following measuring instruments were utilisedhe present study:

Subjective career successIwo instruments are used that measure subjectieeicauccess,
namely the Perceived Career Success Scale (PCSEloped by Gattiker and Larwood
(1986) and the Life-success Measures Scale (LS¥MBaxker and Chusmir, (1992).
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The Perceived Career Success ScafeGattiker and Larwood (1986) consist of fivettas
(23 items). These are: job success (eight itengs,“eam most happy when | am at work”),
interpersonal success (four items, e.g. “I am retggeby my peers”), financial success (three
items, e.g. “I am earning as much as | think mylknisrworth”), hierarchical success (four
items, e.g. “| am pleased with the promotions leheaceived so far”) and non-organisational
success (four items, e.g. “I am happy with my pgeviife”). All the items are scored on a
five-point frequency-rating scale ranging from idlisagree completelyto 5 (@gree
completely. The Cronbach’s alphas for these factors ramga .65 to 0.79. These entail the
following: job success: 0.75; interpersonal succ@s&; financial success: 0.74; hierarchical
success: 0.65; and non-organisational success: (@attiker & Larwood, 1986). This
measurement was utilised in studies by Bozionel89§), (2011) and Gattiker and Larwood
(1988; 1989; 1990).

The Life-success Measures Scalk Parker and Chusmir (1992) consist of six fast@2
items). These are: status/wealth (eight items,“&gtting others to do what | want”), social
contribution (eight items, e.g. “Being able to gikelp, assistance, advice and support to
others”), family relationships (eight items, e.dgddving a happy marriage”), personal
fulfilment (eight items, e.g. “Having inner peacadacontentment”), professional fulfilment
(five items, e.g. “Being accepted at my work”) aseturity (five items, e.g. “Having long-
term job security”) (Chusmir & Parker, 2001; ParkeChusmir, 1991). Each item is rated
according to the individual’'s perception of success a five-point scale, ranging from
1 (never importantto 5 @lways important The Cronbach’s alphas for these factors range
from 0.67 to 0.87. These entail: status/wealth:50.8ocial contribution: 0.84; family
relationships: 0.87; personal fulfilment: 0.82; fessional fulfilment: 0.67 and security: 0.72
(Parker & Chusmir, 1992). This measurement wassatllin research done by Dries (2011),
Drieset al.(2008) and Hon and Rensvold (2006).

The shortened version of tHeurvey of Perceived Organisational Supp{Eisenberger,
Huntington, Hutchison & Sowa, 1986) is employedhis study. This instrument consist of
16 items (e.g. “The organisation values my contrdsuto its well-being”) seven of which
are reversed items (e.g. “The organisation failsppreciate any extra effort from me”) and is
measured on a Likert-type scale ranging fromsttofgly disagrepto 7 Gtrongly agreg

It indicates a Cronbach’s alpha coefficient of O(Hi&enberger, Fasolo & LaMastro, 1990).
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The variableCareer planningwas measured by employing the instrument develdped
Gould (1979). This instrument consists of six itgieg). “I have a plan for my career”), three
of which were reversed items (e.g. “My career dfojes are not clear”). These items are
measured on a six-point scale ranging fronsttoagly disagreeto 6 strongly agreg This
instrument indicates a Cronbach’s alpha coeffict#rt.80-0.83(Aryee & Debra, 1993, Ny
al., 2005, Park, 2010)

A demographic questionnaire was administered teraehe the demographic characteristics
of the sample in the study. Information was gattiexdeout gender, language groups, marital
status and age. Questions were also included ttaiséd on job tenure and training and
development opportunities. To determine job tendne, following question was posed:
“How long have you been employed by your currentpleyer?” For training and
development opportunities, the question was poSdtoughout your tenure at (SAPS), in
how many formal training and development programrieslude on-site and off-site
programmes) have you participated?” (following thethod of Waynet al, 1999).

1.5.2.4 Research procedure

The research procedure was as follows. Permissis fiwst obtained from the SAPS to
conduct the research at police service institutionshe Free State. The entire research
project was evaluated by the appointed researchmitbee of SAPS. As soon as written
permission was secured from the Head: Strategicalglament, then various stations and
training colleges were visited. Permission was dskbkether members of these stations and
training colleges could complete the pencil-andgpaguestionnaires. The visits were to
explain the objectives and importance of the stiadyhe respondents. This procedure was
repeated during data collection. The data was delikat the various stations and training
colleges, where the questionnaires were admindtef@onfidential, anonymous and
voluntary participation were emphasised. Feedbackhe results was given to the SAPS in
the Free State.

1.5.2.5 Statistical analysis

The collected data were analysed with the use ef $I*SS and AMOS programmes
(Arbuckle, 2010; SPSS Inc., 2011). Techniques Wexte applied included descriptive and
inferential statistics. Descriptive statistics refie the measurement of central tendency (the
mean) and of variance (the standard deviation) elt a8 the kurtosis and skewness of the
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collected data. These techniques organise largatitjga of quantitative data, in order to
compile a summary of the tendencies that are obdefnom the collected data (Heiman,
2004).

Confirmatory factor analysis were done on the tm&truments measuring subjective career
success, to determine whether the sample yieldedsé#me multidimensionality of the
theoretical constructs as was expected (Brown, R008ing the AMOS programme the
“goodness of fit” was determined by statisticallgpeaising the fit of a model to the
covariance matrix. Various indices were computeddafirm the goodness of fit. These
included the chi-square?, the chi-square/degrees of freedoyfidf or CMIN/DF) values;
also the Normed Fit Index (NFI), Incremental Fitéx (IFI), Tucker-Lewis Index (TLI),
Comparative Fit Index (CFI) and root mean squareref approximation (RMSEA). Thg
value had to be insignificant, whilst the CMIN/DRlve had to be5.00/2.00. A value of
0.90 or above indicated a good fit to all the iedi¢Byrne, 2010). A value smaller than 0.80
for RMSEA indicates an acceptable fit, whereas eslgreater than 0.10 should lead to
model rejection (Cudeck & Browne, 1993). The raligb of the theoretically identified
constructs was measured with Cronbach’s alphaiceafts (). The fit was considered to be
acceptable whea > 0.70 (George & Mallery, 2003; Nunnally & Berngte1994).

Product-moment correlation was applied to deterntiree convergent validity between the
dimensions of the two instruments which measurgestilde career success. The practical
significance of these results was determined bgutating effect sizes, for which medium
effect (0.30) and large effect (0.50) was establishy the correlation coefficients guidelines
(Steyn & Swanepoel, 2008). Statistical significarscset at the 1% level 90.01). By using
the SPSS programme, linear regression analysigda@s to determine which demographic,
human capital and organisational variables wersifsignt predictors of the dimensions of
the two instruments that measure subjective cagasess. Statistical significance was found
to be at p< 0.05 and px 0.01.

1.5.2.6 Ethical considerations

For any research project to succeed it is impezdtiat the project is conducted in an ethical
and fair manner. This implies that participatioe &oluntary; participants are well informed

regarding the goal of the research, as well agptissible impact it could have on them,
especially that no harm can be done; confidenfiadibd privacy had been emphasised
(Salkind, 2009).
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1.6 OVERVIEW OF THE CHAPTERS

The findings of this research will be discusse€hapter 2 in the form of a research article.

Chapter 3 consists of the conclusions, limitatiand recommendations of this research.
1.7 CHAPTER SUMMARY

This chapter presented the problem statementnedtlihe research questions and posed the
research objectives. The measuring instruments higtdighted and the research methods

utilised in this study explained. This was followyla brief overview of the chapters.
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The psychometric evaluation and predictors for twosubjective career

success instruments

Abstract

The objective of this study was firstly, to detemsiwhether two subjective career success
instruments are valid and reliable within the Sothcan context. Secondly, the aim was to
determine which demographic, human capital and rasg#ional variables are significant

predictors of subjective career success.

A cross-sectional survey design was used in thidystThe sample included employees of
the South African Police Service in the Free Spateszince N = 754). Confirmatory factor
analysis was conducted on two instruments meassuigective career success. These are
the instruments of Gattiker and Larwood (1986) #mat of Parker and Cushmir (1992).
Linear regression analyses were performed to daterapecific demographic, human capital

and organisational predictors of subjective caseecess.

Construct validity indicated that the PerceivedgearSuccess Scale of Gattiker and Larwood
(1986) consists of three factors (i.e. job successrpersonal success and non-organisational
success); also that the Life-success Measures 8tcBlarker and Chusmir (1992) consists of
four factors (i.e. security, social contributionyofessional fulfilment and personal
fulfilment). Various demographic, human capital ardanisational variables were found to
be predictors of subjective career success. Recotations were made for practice and

future research.

Key words: subjective career success, psychometric propeRielice Service employees,
demographic variables, human capital variablesammsgtional variables, Perceived Career

Success Scale, Life-success Measures Scale
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Introduction

Over the last decade, individuals seem to focugrpssively more on their own career
achievements than on the collective achievemenheforganisation they are working for
(Eby, Butts & Lockwood, 2003). This is known as jeghive career success, or perceiving
one’s success from a personal, subjective poinienf. Subjective career success had been
the focus of research for at least the past tlyeigrs (Arthur, Khapova, & Wilderom, 2005;
Ditsela, 2012; Gattiker & Larwood, 1986; Parker &uSmir, 1992). Among the results of
research on subjective career success it was pFdpbat this type of success is a multi-
dimensional construct (Arthuet al, 2005; Dries, Pepermans & Carlier, 2008; Zhou,,Sun
Guan, Li & Pan, 2012). In other words, it is a eotive term consisting of multiple
components or facets. Taking into account the cempiluman nature with its diverse
motivations and psychological needs that undemieaviour (Ginzberg, Ginsburg, Axelrad,
& Herma, 1951; Maslow, 1943), it stands to readwt the experience of subjective career
success would be just as diverse. For examplesBrial. (2008) found that subjective career
success consists of aspects concerning performadegncement, creativity, satisfaction,

cooperation, contribution, recognition and security

Although exponents of previous qualitative resedmnd subjective career success to be
multi-dimensional (Driest al, 2008, Visagie, 2012; Zhoet al, 2012), most quantitative
studies employed a one dimensional instrument @&B11; Kirchmeyers, 2002; Riordan &
Louw-Potgieter, 2011; Turban & Doherty, 1994). Aalog to Dries (2011) when a
guantitative approach is utilised, the instrumeswedoped by Greenhaus, Parasuramon and
Wormley (1990) is used most often (i.e. a one dsiaral instrument). This is followed by
the instrument of Nabi (1999), which is a two dimienal instrument (covering intrinsic or
extrinsic job success). Other instruments that oneasubjective career success include the
Career Success Orientation Measure (Botha, 201dl) taa instruments developed by
Kirchmeyers (2002) and Turban and Doherty (1994). these instruments measure
subjective career success in terms of only one mBina. Another issue concerning the
measurement of subjective career success is tlaatitative studies focusing on subjective
career success often make use of measurementsribatally were designed to measure
career satisfaction (Ali, Shaharudin & Anuar, 20D2 Vos, De Hauw & Van der Heijden,
2011; Hofmans, Dries & Pepermans, 2008). Seemitigdge constructs share similarities in

how it is operationalised, that is, regarding e plersonal appraisal of work-related outcomes
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(Arthur et al, 2005; Bozionelos, 2008). Nevertheless it is gmesihat these are distinct
aspects of the overall work experience. Given $sa@s relating to subjective career success,
Zhou et al (2012) stated that a comprehensive multi-dimeraianstrument of subjective
career success should be developed in order tarwoniie validity of these qualitative

results.

In terms of instruments that are available to mesasubjective career success as a multi-
dimensional construct, instruments that come toftine, are that of Gattiker and Larwood
(1986) and of Parker and Chusmir (1992). Thesearebers have developed the multi-
dimensional instruments concerned specifically floeasuring subjective career success.
These instruments measure subjective career susnesxious dimensions. The dimensions
include job, interpersonal, financial, hierarchieald non-organisational success, and also
focus on status/wealth, security, social contriuti family relationships, professional
fulfilment, personal fulfilment and security. It esas to be the only multi-dimensional
instruments that exist currently and therefore neele investigated further. In terms of the

focus of these two instruments, similarities arftedences are found.

The Perceived Career Success Scale (henceforth)P@S&loped by Gattiker and Larwood
(1986), has a greater focus on work-related aspbatsmay influence levels of subjective
career success. Emphasis is also placed on anduodi\s perception of success that he/she
achieved in comparison with colleagues and peelse Tife-success Measures Scale
(henceforth LSMS) developed by Parker and Chusi¥i®?) focuses on both work and non-
work activities, although emphasis is placed on-agyanisational interests. In addition, the
evaluation of such interests is from a personaspmstive, that is, the focus is on success
achieved according to personal evaluation. Althoumith these instruments measure
subjective career success, the focus of each sliffdis is in line with the findings by Heslin
(2003), who states that individuals evaluate tleaieer in terms of self-referent and other-
referent criteria. Furthermore, it may be benefittautilise both instruments in a research
project in order to obtain a holistic view on suibiee career success.

Another reason to establish valid and reliable meag instruments for such an important
organisational construct as subjective career sscisethat it is required by law. Legislation
in South Africa requires psychometric instrumemtdé proven valid and reliable to ensure
that it is applied to all employees equally andlyaand to prevent unfair discrimination in

the workplace (Employee Equity Act, No 55 of 1998nly a few studies have been
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conducted in South Africa on subjective career ssgcespecially according to a quantitative
design (Botha, 2011; Ditsela, 2012; Riordan & LoBatgieter, 2011).

Furthermore, the demographics of the country isatttarised by a diverse work force. This
is exacerbated by the large number of skilled pedpht are emigrating; the uneven
distribution of an over-supply of unskilled laboamd an under-supply of skilled labour as
well as employment equity legislation that forcegamisations to compete severely for talent
amongst employees of designated groups (Olckers W& Hlessis, 2012). In addition,
Lockwood (2006) and Hausknecht, Rodda and Howa@09p found that organisations
perform better when their employees are satisfigkd their jobs. Therefore it is imperative to
have a greater understanding of how individualsegrpce subjective career success. To
date also no studies were undertaken in South @fic evaluate specifically the
psychometric properties of subjective career sicoestruments, focusing on the PCSS and
LSMS instruments.

In addition to establishing the validity of prevswualitative results, valid and reliable
instruments are needed in order to determine wésgects predict the presence of subjective
career success. This knowledge will enable reseesclo determine specific relationships
between various predictors and different dimensafrsibjective career success (Zletal,
2012). Previous research indicated that the folhgwrariables are predictors of subjective
career success: gender, language groups, mamtalssand age, work experience, social
capital and hours worked, job tenure, accomplistimating, work centrality and level of
education (Judge, Higgens, Thorensen, & Barriclo51®Nabi, 1999; Ng, Eby, Sorensen, &
Feldman, 2005; Park, 2010). Further predictorsubijesctive career success were shown to
be: supervisor support, organisational resourcespl@yment security and progression
possibilities, training and development opport@sitiand organisational support (Judgal,
1995; Nabi, 1999; Nget al, 2005). Nget al. (2005) have categorised these predictors as
demographical, human capital and organisationahabkbas.

Although the South African Police Service had beemstigated in previous studies (Faull,
2013; Joubert & Grobler, 2013; Young, Koortzen & sbhwizen, 2012), the topic of
subjective career success was not studied amontpgees of this organisation. According
to Mostert and Rothmann (2006) employees of SAR®Nly face organisational challenges,
they are also working in a highly stressful envir@amt, which is characterised by a high
crime rate and limited resources. Furthermore SAPS is a diverse organisation consisting
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of numerous ranks (ranging from constable to géhewrad core components (i.e. visible
policing, detective services, crime intelligenceuth African Police Service, SAPS, 2012).
Given this scenario, it would be expected that mooms and career advancement would be
the norm in this organisation. However this is tlo¢ case. A large number of police
members have the perception of being discriminagdinst on the basis of certain
demographical variables. Therefore they have thpemsnce that they are not being
considered for promotions or that needed resouareswithheld from them (Newman,
Masuku & Dlamini, 2006). This state of affairs iated various lawsuits against the
organisation, which included\linister of Safety and Security v Coetzer and Gth@003);
SAPU obo Lotter v SAPS (2002); Solidarity obo Bacha SAPS (2010). In addition, the
Labour Court has ruled that no promotions in acancg with its affirmative action plan
could be implemented until all relevant lawsuitsvdndbeen heard (South African Press
Association, 4 March 2013This implies that objective career success (iremptional and
salary increases) is not easily attainable. Theeefabjective career success may increase in
importance (Judget al, 1995). Thus, in order to assist the SAPS andnitployees, a study
on subjective career success and its predictors shayg light on ways to keep police
members motivated and engaged in their careersedlsas assist members with career

planning.

Research purpose and objectives

In the light of the above discussion, the two nabjectives of this study was 1) to determine
the construct validity and reliability of the PC$&®ale developed by Gattiker & Larwood,
1986) and LSMS (scale developed by Parker & Chysh@®2), and 2) to determine the
specific demographic, human capital and organisatiovariables that predict subjective

career success among members of the South AfriciereFService.

This study contributes to the current literatureotiyh the quantitative measurement of
subjective career success. Another contributiatetermining the psychometric properties of
existing career success instruments. On organisdtievel, the study provides information

on what employees will consider to be importantheir subjective experience of career
success. These findings can be applied to adjultigm and practices accordingly.

Individually, employees obtain a better understagaf what contributes to their subjective
experiences, which help them take responsibilitythieir professional and personal goals.
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Literature review

Two subjective career success instruments

Traditionally, career success primarily had beemsuesd by using “objective” criteria such
as promotions and salary increases (Artural, 2005; Russo, Kelly & Deacon, 1991).
However, the current work environment, charactdrisey globalisation, economic
uncertainty and technological change (SavickasQpbfplies a change in the focus of career
success. Literature presently distinguishes twegmates of career success, namely, objective
and subjective career success (Juegal, 1995; Nabi, 1999; N@t al, 2005). Objective
career success refers to “verifiable attainmentsit the individual obtain during a career
(Heslin, 2005a; Savickas, 2000), such as salargl lamd ascendancy in the hierarchical
structure. In contrast, subjective career success ot depend on the achievement of
outcomes endorsed by society. This form of sucbksr involves the individual’s personal,
internal perspectives, evaluations and interpmatatiof success achieved during a career
(Valcour & Ladge, 2008). Such success can be difme the “the accomplishment of
desirable work-related outcomes at any point ineesgn’s work experiences over time”
(Arthur et al, 2005, p. 179) and “the positive material and psjyagical outcomes resulting
from one’s work-related activities and experien¢€allanan & Greenhaus, 2006, p. 148).
This implies that the individual will experiencerear success according to his/her own

judgement based on personal standards (Gattikearfvdod, 1986).

In accordance with the traditional definition of bgective career success (i.e. the
accomplishment of work-related outcomes, Artaual, 2005) Gattiker and Larwood (1986)
developed the Perceived Career Success Scale (PB8SSyas seen, this scale focused
primarily on the individual's experiences at andwvedrk. In their instrument, subjective
career success is measured in terms of five dimessnamely, job, interpersonal, financial-,

hierarchical and non-organisational success. Tiesensions can be expounded as follows:

e job success responsibility, performance at work, developmauportunities, support
from managers and feeling happy and dedicated t&;wo

e interpersonal success- enjoying the acceptance and respect of colleague
supervisors’ confidence and receiving good worKuateons;

» financial success earning a fair or higher income in comparisothwithers;

« hierarchical success opportunities for promotion and achieving caigeals;
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» life success- being happy in other areas of life, which arework-related (Gattiker

& Larwood, 1986).
In addition to this instrument, Parker and Chusifii®92) developed the Life-success
Measures Scale (LSMS). This was in contrast tdrdwhtional definition of subjective career
success, but in line with the modern approach, vmeans more emphasis is placed on the
individual's personal perspectives and interpretatiof career success achieved regardless of
society’s norms and standards (Valcour & Ladge, 8200 this instrument greater focus is
placed on aspects beyond the scope of work, whilchta the individuals’ perception of
success (Heslin, 2005b).

The LSMS measures subjective career success odirs@nsions, namely: status/wealth,
social contribution, family relationships, persorfalfilment, professional fulfilment and

security. These dimensions are expounded as fallows

» status/wealth- public recognition, having a high income anduenfce;
* security— job-related security, long term stability, remupay increases and good
benefits (Parker & Chusmir, 1991);
» social contribution- active involvement in society, being useful aetpful;
« family relationships- being happily married and skilled at parenting;
» professional fulfilment- commitment to work and satisfaction derived frone
organisation and position, enjoying the respedodieagues and superiors;
« personal fulfilment— deriving personal meaning and happiness from-vnank
activities, having self-respect, inner peace anderadment.
Although differences are found between these ingnts in terms of its definition and focus,
certain dimensions also seem to share similarifiee. PCSS’ dimension “Financial success”
is similar to “Status/wealth” and “Security” of the&sMS; “Hierarchical success” (PCSS) is
similar to “Professional fulfilment” (LSMS); “Nonfganisational success” (PCSS) is similar
to “Family relationships” and “Personal fulfilmen{LSMS). However “Job success” and
“Interpersonal success” (PCSS) are unique to teeument, and “Social contribution” is
unique to the LSMS.

The reliability of an instrument refers to the astency in which a construct is measured
across time and under standardised circumstanbesiniplies that similar results should be
obtained every time the instrument is administefidee validity of an instrument refers to
how well it measures that what it claims to meagfexcroft & Roodt, 2009). Determining
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the validity and reliability of the instruments @doped by Gattiker and Larwood (1986) and
Parker and Chusmir (1992) in a single new reseprofect might give a holistic view on
many aspects surrounding subjective career suclteasuld also be possible to compare
these measures. Furthermore, it is not known heaetinstruments perform within the South
African context. No information was available ore thalidity of the PCSS, however, its
Cronbach’s alpha coefficients ranged from 0.65-0@dzionelos, 1996; Gattiker &
Larwood, 1986). Factor analysis proved the six disiens of the LSMS and Cronbach’s
alpha coefficients were 0.67-0.87 (Parker & Chusd801; 1992).

Predictors of subjective career success

It is of importance that both the individual anck tbrganisation understand what predicts
subjective career success, in order to make thessacy adjustments that will ensure that
employees experience the highest level of subjedareer success (Ebyal, 2003; Zhotet

al., 2013). According to Ne@t al. (2005), the predictors of subjective career siEoes be
categorised according to demographical, human aa@hd organisational variables.
Demographical variables that predict the experieotcsubjective career success include
gender, language groups, marital status and aggdau al, 1995; Nabi, 1999; Park, 2010).
Human capital variables are job tenure, level afcation and career planning (Judgeal,
1995; Nget al, 2005; Park, 2010); organisational variables ideltraining and development
opportunities and perceived organisational supfiatiout, 2006; Chen, 2010; Park, 2010).

Cook, Brashier and Hughes (2011) found that marwedhen experience lower levels of
subjective career success due to their dual refipliiss and their exposure to gender
discrimination (Oliver & Karim, 2012). However, Biiay, Brown and Dower (2009) and
Maintier, Joulain and Le Floc’h (2011) found thabmen’s experience of career success
manifests differently from men. Hofstede (2001) gesg that cultural groups (measured in
this study in terms of language groups) differamts of their work values and therefore their
perceived levels of subjective career successalsth be different. According to Levinson,
Darrow, Klein Levinson, & McKee (1978) and Fieldm&002) there are different career
stages each with its own needs and challengese&tages are represented through different
ages (i.e.18-35 years is early adulthood or cas@blishment; 36-50 years is mid-life or
career achievement and 50+ years are late lifdgekt al. (1995) and Ngpt al. (2005) found
that the variables age and job tenure is relatggtnesly to subjective career success. The
reason postulated is that an individual may havéise-/herself goals that were not reached
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within the expected timeframe. Nabi (2003) howevinnd that long tenure at an
organisation can predict higher levels of subjectareer success; however, in that case the

individual had to feel loyal towards the organisati

Accordingto various researchers (Clark & Oswald, 1996; éigl, 2005; Wayne, Linden,
Kraimer, & Graf, 1999) the level of education wififluence subjective career success
positively. In contrast, Zikic, Bonache and Cer¢{®10) found that the level of education
can also be an impediment to career success. Talgissed that highly qualified individuals
often experience other obstacles that lower théijextive career success. Nabi (2003) found
that individuals that engage in career planningatstgies such as seeking exposure,
networking and self-nomination (Lee, 2002; Mg al, 2005), enjoy higher levels of
subjective career success. On the other hand, AdedeSpurk (2008) found that highly
gualified individuals can also experience lowerelsvof subjective career success, possibly
because they set themselves unrealistically higitsgand need a delayed period to achieve
those goals. Both Ngt al. (2005) and Waynet al. (1999), found a positive relationship
between training and development opportunities, anbjective career success. Ballout
(2005) and Chen (2010) found that perceived orgdioisal support is a predictor of

subjective career success.
Subjective career success studies done in South i

In South Africa, only few studies on subjectiveesar success had been undertaken. These
include the following: a study by Ditsela (2012) @y members of the South African
National Defence Force; Lemmer and de Villiers @0targeting professionals in both the
public and private sectors; Riordan and Louw-Po¢gi€2011) done among academic staff;
Botha (2011) researching human resource practison®hen a quantitative approach was
used, different instruments were utilised. For eplenthe study by Riordan and Louw-
Potgieter (2011) employed a combination of instmitsaleveloped by Kirchmeyers (2002)
and Turban and Doherty (1994). Botha (2011) usedCtreer Success Orientation measure.
Both these approaches obtained satisfactory walaht reliability, but they also measured
subjective career success only in terms of a sidgieension (Botha, 2011; Kirchmeyer,
2002; Turban & Doherty, 1994)
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Theoretical framework

Subjective career success can be explained by ukagontest-mobility and sponsored-
mobility model of career success (Mgal, 2005). According to this model, all employees
participate in an open “contest” by using variotiategies to attain credentials that are
associated with a coveted status or sought afteromes (Marshall, 1998; Turner, 1960).
According to this model all are equal in this “cesit’; therefore the “winners” are those who
have the precise qualities needed for succesghndf this explanation, qualities such as job
tenure, level of education, career planning anadeeed organisational support should be
related positively to subjective career success €Ngl., 2005). However, according to the
sponsored-mobility model employees only have actesa limited number of strategies
(Marshall, 1998; Turner, 1960). As a result thera dominant group, the “elite” who control

results according to their desired outcomes (Mdl;sh208).

An employee’s status in this instance is not ealmgdrather given to him/her according to
some predetermined criteria. No effort from the Eyge will affect the outcome, unless
he/she is sponsored by the “elite” (Mg al, 2005). This approach can be translated into
interaction within organisations: those that argofssored” will have access to more
resources, which in turn will influence their sultjee career experience. Demographic
variables are most likely to be sponsored in armmigation (De Vot al, 2011; Nget al,
2005; Wayneet al, 1999) as well as training and development oppaias (Nget al,
2005).

Conclusion

Although previous research has found subjectivearasuccess to be a multi-dimensional
construct, there exists limited quantitative reslkeam this subject, especially in South Africa.
This study aims to determine the validity and fgliey of two existing multi-dimensional
subjective career success instruments (PCSS and ShLSkk well as investigate
demographical, human capital and organisationahllas that may predict the experience of

subjective career success, among members of thé Béican Police Service.
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Research design

Research approach

A quantitative cross-sectional survey design wapleyed in this study. The cross-sectional
survey design enables researchers to determineelat@onships between variables in the
population under investigation (Struwig & Stead02 This type of design entails the
collection of data at a single point in time, framultiple cases, after which patterns of
association can be determined when the data isiagdniBryman & Bell, 2003; Olsen &
George, 2004).

Research method

Research participants

A convenience sample of employees1{54) from within the SAPS in the Free State
province was taken for this study. Employees fraamous SAPS ranks as well as clerical
personnel in the SAPS were included in the sanijpleing the data collection a response rate
of 75.5 % was obtained. Characteristics of theig@pents are given in Table 1 on the

following page.
Table 1

Characteristics of Participants (N = 754)

Item Category Frequency Percentage (%)
Gender Male 477 63.20
Female 268 35.50
Missing values 10 1.30
Language groups Western-Germanic 124 16.40
Sotho 472 62.50
Nguni 125 16.60
Venda/Tonga 29 3.80
Missing values 5 0.70
Marital status Married 382 51.30
Single 314 42.10
Other 49 6.60

37



Table 1 (continued)

ltem Category Frequency Percentage (%)

Age 18-25 years 40 5.30
26-35 years 383 50.70
36-45 years 249 33.00
46 and older 72 9.50
Missing values 11 1.50

Job tenure Less than two years 83 11.00
of experience 178 23.60
3-5 years of experience 235 31.10
6-10 years of experience 121 16.00
11-20 years of 124 16.40
experience 14 1.90

21 years and more

Missing values

Level of education Less than Grade 12 59 7.80
Grade 12 407 53.90
Certificate 117 15.50
Diploma 115 15.20
Degree and higher 46 6.10
Missing values 11 1.50
Training and None 30 4.00
development lto4 319 42.30
opportunities 5t09 215 28.50
10 and more 137 18.10
Missing values 53 7.00
SAPS salary level Non-commissioned

officers and clerical

personnel 682 90.40
Commissioned officers 38 4.90
Missing values 34 4.50

According to Table 1, the majority of the partiants were male (63.20%), belonged to the
Sotho language group (62.50%), married (51.30%),veere between the ages of 26 and 35
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years (50.70%). Out of the sample, 31.10% of ppeits have been working for the SAPS
for six to ten years, more than half of the papicits have Grade 12 as their highest
gualification (53.90%), 42.30% indicated that thegve received between one and four
training and development opportunities from the SARhilst and the majority (90.40%)

were either non-commissioned officers or clericaispnnel.
Measuring instruments:
The following measuring instruments were utilisedhie empirical study:

As was discussed previously, two instruments theasure subjective career success were
used in this study, namely the Perceived Careecesscinstrument (PCSS) developed by
Gattiker and Larwood (1986) and the Life-succesaddees Scale (LSMS) of Parker and

Chusmir (1992).

PCSS: Gattiker and Larwood (1986) developed this insegntrthat consists of five factors
measuring perceived career success (with 23 itethgse dimensions an@b succesgeight
items, e.g. “I am most happy when | am at workijerpersonal succeg$our items, e.g. “I
am getting good performance evaluationfifjancial succesgthree items, e.g. “I am earning
as much as | think my work is worth’jerarchical succesgfour items, e.g. “I am pleased
with the promotions | have received so far”) amwh-organisational succegfour items, e.g.

“I am enjoying activities outside of work”). All ¢hitems were scored on a five point
frequency-rating scale ranging from #idagree completelyto 5 @gree complete)y
Cronbach’s alpha coefficients obtained for thesetofd during previous studies ranged
between 0.65 and 0.79 (i.e. job success: 0.75;p@ateonal success 0.79; financial success:
0.74; hierarchical success: 0.65; and non-orgaarstsuccess: 0.71) (Gattiker & Larwood,
1986). In a study conducted by Bozionelos (1996y@bach’s alpha coefficient of 0.83 was

found for the construct of overall subjective carmgccess.

LSMS: Parker and Chusmir (1992) developed this scal¢ mf@asures success in the
following six areas (with 42 items3tatus/wealtt{eight items, e.g. “Getting others to do what
| want”), security (five items, e.g. “Having economic security§ocial contribution(eight

items, e.g. “Being able to contribute to societyfgmily relationships(eight items, e.g.

“Having a happy marriage”professional fulfilmen(five items, e.g. “Being satisfied with my
profession”) andpersonal fulfilment(eight items, e.g. “Having personal satisfaction”)
(Chusmir & Parker, 2001; Parker & Chusmir, 1991¢nis were rated according to the
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individual's perception of success on a five-paicdle, ranging from Inéver importantto 5
(always important The Cronbach’s alpha coefficients found in thevelopment study
ranged between 0.67 and 0.87 (i.e. status/wealB88; Gocial contribution: 0.84; family
relationships: 0.87; personal fulfilment: 0.82; fessional fulfilment: 0.67 and security: 0.72)
(Parker & Chusmir, 1992). Hon and Rensvold (2006ntl the Cronbach’s alpha coefficients
to be between 0.72-0.77.

Survey of perceived organisational supportThe shortened version of this instrument, as
developed by Eisenberger, Huntington, Hutchisoigatva (1986), were utilised in this study
to measure individuals’ perception of the orgamisetl support they receive. This instrument
consists of 16 items of which seven are reversagl (@he organisation fails to appreciate
any extra effort from me”) and is measured on eettiktype scale ranging from &tongly
disagre@ to 7 Gtrongly agreg Previous studies indicated Cronbach’s alphdsebieen 0.93
and 0.97 (Eisenberger, Fasolo, & LaMastro, 1998g#erger, Huntington, Hutchinson &
Sowa, 1986; Shore & Tetric, 1991).

Career planning: This variable was measured by using the instrurdeméloped by Gould
(1979). It consists of six items of which three Breersed (e.g. “My career objectives are not
clear”). These items were measured on a six-poaieganging from 1sfrongly disagregto

6 (strongly agreg In previous studies Cronbach’s alpha coeffigersnged between 0.80
and 0.83 (Aryee & Debra, 1993, Ngjal, 2005, Park, 2010).

Biographical questionnaire: This was also administered to identify biographica
characteristics of the sample in the study. Infdromawas gathered on participants’ gender,

age, language groups, marital status and salagy. lev
Research procedure and ethical considerations

Permission was obtained from the SAPS to condwetrékearch at police training colleges
and stations in the Free State. The research projas evaluated and monitored by the
appointed research committee of the SAPS. ThreeSS&&ining colleges were visited
(Boithuso, Phutaditjaba and Thabong) together wislnious stations (Vrede, Roadside,
Koffiefontein, and Mafube). SAPS employees wereedsko complete the pen-and-paper
guestionnaires. In the questionnaires an informdttter was included. The letter explained
the purpose of the survey, how the information el dealt with (e.g. to be used only for

research purposes), as well as the emphasis platetthe confidential, anonymous and
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voluntary participation. Questionnaires were cd#dcimmediately after completion. As
agreed with the research committee of the SAPSSATRS were presented with a copy of the

results that were obtained in this study.
Statistical analysis

The collected data was analysed with the use of SRSES and AMOS programmes

(Arbuckle, 2010; IBM SPSS Statistics 22.0, 2013)chiniques that were employed include

descriptive and inferential statistics. Descriptstatistics refer to the measurement of central
tendency (e.g. mean) and of variance (e.g. standawghtion and variance) as well as

kurtosis and skewness of the data. These technuopgesise large amounts of quantitative

data in order to get a summary of the tendencigsddin be observed from the collected data
(Heiman, 2004).

Confirmatory factor analysis (CFA) were done on ftlweo instruments that measure
subjective career success to determine whether sdmaple yields the same multi-
dimensionality of the theoretical constructs aseetgd (Brown, 2006). Using the AMOS
programme the “goodness of fit” was determinedthyigically appraising the fit of a model
to the covariance matrix. Various indices were cotag to confirm the goodness of fit.
These include the chi-squarg®)( the chi-square/degrees of freedoy¥df or CMIN/DF)
values; also the Normed Fit Index (NFI), Increméiiiia Index (IFI), Tucker-Lewis Index
(TLI), Comparative Fit Index (CFIl) and root meamuacg error of approximation (RMSEA).
The NFI, IFI, TLI and CFI was used since the likelbd ratio chi square) is sensitive to
sample size — i.e. the probability of rejectinghadretical (hypothesised) model increases
with sample size (Bentler, 1990). Acceptable fitled model is indicated by non-significant
x? values, values greater than 0.90 for NFI, IFI, Bbd CFI; also RMSEA values smaller
than or equal to 0.08 (Browne & Cudeck, 1993) ahtiif < 5,00 (Bentler & Bonett, 1980).
The reliability of the theoretically identified cstnucts was determined by calculating
Cronbach’s alpha coefficients)( It is considered to be acceptable when0.70 (George &
Mallery, 2003; Nunnally & Bernstein, 1994).

Following construct validity, convergent validityaw also established. The SPSS program
(IBM SPSS Statistics 22.0, 2013) was used to assessergent validity. Convergent validity
was determined by examining the correlation ofdbefficients between various dimensions

of the two subjective career success instrumeme&xidus research indicated that correlation
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coefficients should be 0.35 or more to indicatedemce for convergent validity (Hammill,
Brown & Bryant, 1989).

By employing the SPSS programme, linear regressiatyses were used to determine which
variables were significant predictors of the twendnsions of subjective career success.
These entail the following variables: demographie. (gender, language groups, marital
status and age), human capital (i.e. job tenukel lef education and career planning) and
organisational variables (i.e. training and develept opportunities and organisational
support). Statistical significance was set ak .05 and p< 0.01. When the variables
(demographic, human capital and organisational)ewantered into the linear regression
analysis, to determine predictors of subjectiveeeasuccess, dummy variables were used.
Dummy variables were developed for variables wityo tor more mutually exclusive
categories. Dummy variables are artificial varialtieat are created when a variable has two
or more distinct categories. This was done to ensglat the correct analysis for attribute

variables were computed (Skrivanek, 2009).

In this study, the control group, or baseline, weesated from the categories with the highest
number of responses in each variable (Field, 20IBgse control groups were created in
order to determine differences between the growpslst all other explanatory variables

were held constant (Skrivanek, 2009). The controuigs or baselines for the demographical
variables language groups, marital status and age Botho, Married and 26-35 years
respectively. The baseline group for job tenure kwel of education were 6-10 years of
experience and Grade 12 respectively. The baselioap for training and development

opportunities was 1-4 opportunities.
Results

Construct validity of the two perceived subjectivecareer success instruments

The first objective of this study was to determiine construct validity of the two instruments
to measure subjective career success that wetisedtiin this study (i.e. the PCSS and
LSMS). This was achieved by employing CFA with tABIOS programme (Arbuckle,
2010).

42



CFA of the PCSS of Gattiker and Larwood (1986)

During the construct validity analyses, various eledvere tested by using CFA in AMOS.
The first model that was tested was the originatleh@s conceptualised and developed by
Gattiker and Larwood (1986). This model hypotheasitet subjective career success consist
of five factors (i.e. job success, interpersonaicess, financial success, hierarchical success
and non-organisational success). All of these faalescribe the different dimensions of the
construct subjective career success (see appeniixal the items of the original five-factor
model). However, the initial model fit for this &vfactor model was not satisfactory. This
indicates that in the present study the data did/iedd the same multi-dimensionality of the
theoretical constructs as expected, thus indicatiagyno good fit could be established with
this initial five-factor modelyf® = 2594.27 = 754y x°/df = 11.792, NFI = 0.76, IFI = 0.78, TLI

= 0.74, CFI = 0.77 and RMSEA = 0.12). Accordingthe modification indices (MI) some
items were problematic and therefore deleted. Thisas were those labelled GLJS3,
GLJS5, GLJS7, GLJS8, GLHS4 and GLNS3. After theniglation of these items, the fit
improved somewhat but was still not satisfactortye Bdjusted five-factor model was tested
again, but the modification indices showed thattladl items on thénierarchical success
dimension were still problematic. Therefore it wadscided to eliminate this dimension
altogether. Other problematic items on the otheretisions were also eliminated, based on
the high MI's (Steiger, 1990).

That led to the testing of a four-factor model .(itkee initial five-factor model excluding
hierarchical success and various problematic itemghe other dimensions). The fit wgs=
509.15 = 754, x7/df = 10.61, NFI = 0.87, IFl = 0.88, TLI = 0.84, CF 0.88 and RMSEA =
0.11. Although the fit showed some improvement, riredification indices again indicated
some problematic items, this time on the dimensibfinancial successSince the financial
dimension was only measured with three items, it wacided to delete the financial
dimension altogether (Costello & Osborne, 2005er€hfter only three dimensions remained
and consequently a three-factor model was testusisting of job success, interpersonal
success and non-organisational success. The reduhiss three-factor model are displayed

in Table 2 (also see appendix A for the items effthal three-factor model).
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Table 2

Three-factor model of the Perceived Career SucBeate of Gattiker and Larwood (1986)

Model Y y1df NFI  IFI TLI CFI  RMSEA

Three-factor model 306.32 12.76 0.91 0.91 0.87 0.90.13

Although the results displayed in Table 2 indicate unsatisfactory overall model fit,
according to the modification indices this is thesthmodel fit for the data. The value
(306.32) was significant, but Bentler (1990) argtlest this statistic is sensitive to sample
size, which increases the probability of wrongfultyecting the correct model fit (i.e. Type |
error). In addition, the values gf/df (12.76) and RMSEA (0.13) were above the acdseta
levels of 5.00 and 0.08 respectively (Bentler, &Bti, 1980). To reduce the likelihood of
making a Type | error, NFI, IFI, TLI and CFl wersad to determine the model’s fit. The
NFI (0.91), IFI (0.91) and CFI (0.91) values weteadove 0.90, which indicated a good fit
However, the TLI (0.87) was below the 0.90 acceptédvel (Bentler & Bonet, 1980; Byrne,
2010; Browne & Cudeck, 1993).

Following the CFA of the Perceived subjective Ca®eccess instrument (PCSS) of Gattiker
and Larwood (1986), similar CFA was done for thé&eisuccess Measure Scale (LSMS) of
Parker and Chusmir (1992).

CFA of the LSMS of Parker and Chusmir (1992)

Similar to the aforementioned CFA, the first motedted for the LSMS was the original
model as conceptualised and developed by Parke€Chodmir (1992). This was a six-factor
model with the following dimensions of subjectivareer success: status/wealth, security
social contribution, family relationships, profemsal fulfilment and personal fulfilment.
Similar to the results of the Gattiker and Larwaastrument, the initial data did not yield the
same multi-dimensionality of the initial theoreticanstructs, as expected. According to the
modification indices (MI) some items were probleimand therefore deleted (e.g. the items
labelled PCFR1, PCFR2, PCFR3, PCFR4, PCSC1, PC8C&C6, PCSC7, PCSW1,
PCSW2, PCSW3, PCSW4, PCPF1, PCPF3, PCPF4, PCPBEAPZPCSES, see Appendix
A for all the items of the original six-factor mdfeA better fit was achieved after the
elimination of these itemg{= 847.35 = 754y x/df = 4.37, NFI = 0.86, IFl = 0.89, TLI =
0.86, CFI = 0.89 and RMSEA = 0.07). Although the Had improved, it was still not
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satisfactory. On closer examination of the Crontsmchlpha coefficients for these
dimensions, it became apparent that stetus/wealthdimension’s reliability was lowg =
0.60. Subsequently it was decided to delete thatofaThereafter a new five-factor model
(i.e. the initial six-factor model excluding theasts/wealth dimension) was tested with the
following results:® = 482.64 = 754y x/df = 4.43, NFI = 0.90, IFI = 0.92, TLI = 0.90, CEl
0.92 and RMSEA = 0.07.

When inspecting the descriptive statistics of thimaining dimensions, it was observed that
the skewness and kurtosis of faenily relationshipdactor was very high (Bai & Ng, 2005).
Therefore it was decided also to delete this dinmensaltogether (DeCarlo, 1997).
Consequently, a last model was tested with the feuraining dimensions (i.e. security,
social contribution, professional fulfilment, pensd fulfilment). The goodness of fit for this
four-factor model was better and satisfactory. Tésults are displayed in Table 3 on the
following page (also see appendix A for the iterhthe final four-factor model).

Table 3

Four-factor model of Life-success Measures Scakadker and Chusmir (1992)

Model v v Idf NFI  IFI TLI CFI  RMSEA

Four-factor model 306.83 4.32 0.92 0.94 0.92 0.94.070

As indicated in Table 3 this model fitted the d#ta best, seeing that the NFI (0.92), IFI
(0.94), TLI (0.92) and CFI (0.94) values were &lbge 0.90, the value gf/df was below the

acceptable level of 5.00 (Bentler & Bonet, 1980;ri&y 2010) and the RMSEA (0.07)
portrayed a reasonable fit (between 0.05-0.08) éCki& Browne, 1993). The results in this
study suggest that the LSMS is therefore a foutefamodel consisting of security, social

contribution, professional fulfilment and persohdfilment.

Following the construct validity it was also dedd® determine the convergent validity of
the two instruments, to establish how these instniscorrelate with one another. The results
are displayed in Table 4 on the following page.
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Table 4

Correlation coefficients between dimensions ofRbeceived Career Success Scale and the Life-subtessure Scale (n = 754)

Item 1 2 3 4 5 6 7
The three factors of Perceived

Subjective Career Success

1. Job success

2. Interpersonal success 089

3. Non-organisational Success 080 0.59™*

The four factors of the Life-success

Measure Scale

4. Security 0.18 0.16 0.17

5. Social contribution 023 0.24 0.30°  0.38*

6. Professional fulfilment 0.38 0.34* 0.27 0.57*  0.62"**

7. Personal fulfilment 021 0.27 0.35*  0.47* 047*  0.53™

+Statistically significanig < 0.01), *Practical significance> 0.30 (medium effect), *Practical significance 0.50 (large effect)

The correlations marked in bold typeface are indieaof convergent validity
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As displayed in Table 4, the three dimensions efRILSS of Gattiker and Larwood (1986)
correlated well with each other (ranged betweer® @bd 0.69). These high correlations
between the dimensions were expected and acceiabkeit measures the overall construct,
subjective career success, but it was not too higth no indication of multi-collinearity
(Freund, Wilson & Sa, 2006). Likewise, the four dimsions of the LSMS of Parker and
Cushmir (1992) also correlated well with each otfranged between 0.38 and 0.62), also
with correlations which were not too high, indiogtino multi-collinearity (Freunet al,
2006).

When inspecting the correlations between the varchmensions of the two instruments with
one another, Table 4 indicates that significantatations were found between professional
fulfilment and both job success (0.34) interpersauccess (0.34). These correlations are
practically significant with a medium effect. Indition, personal fulfilment also correlated
significantly with non-organisational success (0.88d practically with medium effect. This
is very close to the guidelines set out by Hamatilal. (1989), who content that convergent

validity is established when the correlation cardint is 0.35 or higher.

Following the construct and convergent validity thfle two subjective career success
instruments, the descriptive statistical analysssvdone. The mean, standard deviation,

skewness and kurtosis, as well as the alpha caeftgcare displayed in Table 5 below.
Table 5

Descriptive statistics and Cronbach’s alpha coégfits for the dimensions of the two career

success instruments (n = 754)

ltem Mean SD Skewness Kurtosis «

Dimensions of PCSS

Job success

3.78 1.03 -0.85 0.02 0.81
Interpersonal success 3.65 0.94 .0.70 0.31 0.77
Non-organisational success 4.00 0.98 134 147 074
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Table 5 (continued)

ltem Mean SD Skewness Kurtosis «

Dimensions of LSMS
Security

3.98 094  -0.89 0.13 0.79
Social contribution 4.28 069  -.098 0.83 0.78
Professional fulfilment 4.95 0.71 -1.02* 0.86 0.71
Personal fulfilment 4.48 072 -1.75* 3.255  0.76

*High skewness and kurtosis

Acceptable Cronbach’s alpha coefficients were oleii for all the dimensions when
compared to the guideline of > 0.70 (George & Mallery, 2003; Nunnally & Bernstein
1994), therefore all the dimensions are reliablethermore, all the scores of the measuring
instruments were distributed normally, except fbe tdimension of non-organisational
success of Gattiker and Larwood (1986), and thediwensions, professional fulfilment and
personal fulfilment of Parker and Chusmir (1992)ick displayed high skewness and

kurtosis.

Following the validity, reliability and descriptivetatistics, inferential statistics were
calculated, in order to reach the second objeciiVes objective was to determine which

demographic, human capital and organisational bkesapredict subjective career success.
Predictors for the two subjective career successsiruments

In accordance with the overall second objectivehi study, linear regression analyses were
performed to determine which variables significanpredict the dimensions of the two
instruments measuring subjective career successvditables are: demographic (i.e. gender,
language groups, marital status and age), humaitacépe. job tenure, level of education
and career planning) and organisational variablest(aining and development opportunities
and perceived organisational support). Respectiviblee linear regression analyses were
performed with the demographic, human capital aigdmisational variables as independent
variables. This was done first with the dimensiofighe PCSS of Gattiker and Larwood
(1986) as the dependent variables and thereaftarthe dimensions of the LSMS of Parker
and Chusmir (1992) as dependent variables.
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Demographic predictors of subjective career success

Guided by the literature (Judge al, 1995; Nabi, 1999; Park, 2010), various demogm@phi
variables with the use of dummy variables (for laeqge groups, marital status and age) were
entered as predictors for the three dimensionsenégived subjective career success of

Gattiker and Larwood (1986). The results are sursadiin Table 6 below.
Table 6

Linear Regression Analyses with demographic vaeslds independent variables and the
dimensions of PCSS (Gattiker & Larwood, 1986) gseddent variables

Job success Interpersonal  Non-
success organisational
success

Gender 0.24 0.07* 0.02
Language group
Sotho vs. Western-Germanic  -0.03 0.05 0.08*
Sotho vs. Nguni -0.01 0.02 0.03
Sotho vs. Venda-Tonga 0.02 0.02 0.04
Marital status
Married vs. single 0.03 0.00 -0.01
Married vs. other -0.02 -0.03 -0.00
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Table 6 (continued)

Job success Interpersonal  Non-
success organisational
success
Age
26-35 years vs. 18-25years  0.09* 0.08* 0.08*
26-35 years vs. 36-45 years  -0.06 -0.09* -0.06
26-35 years vs. 46 years -0.03 -0.03 -0.10*
and older
Model R 0.02 0.03 0.03

* Statistically significant |§ < 0.05); ** Statistically significantg < 0.01) “Baseline groups” were: Sotho; Married;-3 years;p:
standardised coefficients

As summarised in Table 6, for theb successdimension as dependant variable, the
demographical variables produced a statisticalifsogmt model E1.630)= 1.63;p = 0.10),
accounting for 2% of the variance. More specifigathe results indicated that 26-35 years
vs. 18-25 years was a statistically significantdgs®r (3 = -0.09;p < 0.05). Regarding the
dimensioninterpersonal succesas dependent variable, a statistical significantieh was
found F.197)= 2.20;p = 0.21), which explained 3% of the variance. Mspecifically the
following were found to be statistically signifidgoredictors: gendeB(= 0.78;p < 0.05) and
26-35 years vs. 18-25 yeafs=£ 0.08;p < 0.05), as well as 26-35 years vs. 36-45 ydars |
0.09;p <0.05). Lastly, for the dimensiaron-organisational success dependant variable, a
statistical significant model was founB{ss)= 2.07;p = 0.03), which explained 3% of the
variance. More specifically, Sotho vs. Western-Gario ¢ = 0.08; p < 0.05) were a
significant predictor, as well as 26-35 years \&25b yearsf{ = 0.08;p < 0.05) and 26-35
years vs. 46 years and oldpr=-0.10;p < 0.05).

Similar regression analyses were also performel thié four dimensions of the LSMS as

dependent variables. The results are displayealmeT7 below.
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Table 7

Linear Regression Analyses with demographic vaeslds independent variables and the

dimensions of the LSMS (Parker & Chusmir, 1992)gg®endent variables

Security Social Professional  Personal
contribution fulfilment fulfilment

Gender 0.14* 0.04 0.12* 0.09*
Language group
Sotho vs. Western-0.05 -0.05 0.03 0.09*
Germanic
Sotho vs. Nguni  0.03 0.03 0.07 0.03
Sotho vs. Venda- 0.05 -0.01 0.05 0.04
Tonga
Marital status
Married vs. single 0.00 0.06 0.02 -0.02
Married vs. other -0.05 -0.95* -0.10* -0.04
Age
26-35 years vs.-0.03 0.00 0.03 0.02
18-25 years
26-35 years vs.0.03 -0.04 0.01 -0.02
36-45 years
26-35 years vs.-0.03 -0.02 -0.06 -0.11*

46 years and older
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Table 7 (continued)

Security Social Professional  Personal
contribution fulfilment fulfilment
Model R 0.03 0.03 0.04 0.03

* Statistically significant § < 0.05); ** Statistically significantpg < 0.01); “Baseline groups” were: Sotho; Married-35 years;B:
standardised coefficients

As summarised in Table 7, for teecuritydimension as dependant variable, the demographic
variables produced a statistical significant mdéel 4s5y= 2.46;p = 0.01), accounting for 3%
of the variance. More specifically, the resultsicatled that the dimension gender was a
statistically significant predictorp(= 0.14; p < 0.05). Regarding the dimensimocial
contributionas dependent variable, a statistical significantleh was foundR 412)= 2.41;p

= 0.01), which explained 3% of the variance. Mapedsfically the dimension married vs.
other ¢ = -0.10; p < 0.05) was statistically significant. For the dirsem professional
fulfilment a statistical significant model was fourkéz(>s7y= 3.26;p = 0.00) which explained
4% of the variance. Gender was statistically sigaift ¢ = 0.00;p < 0.05), as well as
married vs. otherf( = -0.10;p < 0.05). Lastly, for the dimensiopersonal fulfilmentas a
dependant variable, a statistical significant madas$ found > 535y= 2.54;p = 0.01), which
explained 3% of the variance. More specificallytovs. Western-Germanif € -0.09;p <
0.05) was statistically significant as well as Zby@ars vs. 46 years and oldpr=-0.11;p <
0.05).

Human capital predictors for subjective career sucess

Guided by the literature (Judget al, 1995; Nget al, 2005; Park, 2010), job tenure,
education level and career planning were enterelduagan capital predictors for the three
dimensions of PCSS of Gattiker and Larwood (1986)s was done with the use of dummy

variables for job tenure and education level. Tédsiits are summarised in Table 8 below.
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Table 8

Linear Regression Analyses with human capital \@des as independent variables and the
dimensions of PCSS (Gattiker & Larwood, 1986) gseddent variables

Job success Interpersonal Non-organisational

success success
Job tenure
6-10 years vs. 2 years or less -0.01 0.00 -0.01
6-10 years vs. 3-5 years -0.03 0.04 0.01
6-10 years vs. 21 years and mored.05 -0.05 -0.03
Educational level
Grade 12 vs. less than -0.02 -0.03 -0.09*
Grade 12
Grade 12 vs. Certificate 0.07 0.03 0.07
Grade 12 vs. Diploma -0.03 -0.08* -0.03
Grade 12 vs. Degree 0.10 -0.01 0.06
Career planning -0.12** 0.14** 0.10**
Model R 0.03 0.04 0.04

* Statistically significant (p < 0.05); ** Statistlly significant (p < 0.01); “Baseline groups” we6-10 years of experience; Grade f2;

standardised coefficients

As summarised in Table 8, for the dimensjoh successs dependent variable, the human
capital variables produced a statistical signiftaaondel € .459)= 2.46;p = 0.01), accounting
for 3% of the variance. More specifically, the esundicated that career planning was a
statistically significant predicto(= -0.12;p < 0.01). Regarding the dimensiorierpersonal
successas dependent variable, a statistical significanotleh was foundK sas)= 3.54;p =
0.00), which explained 4% of the variance. Morecdmally, Grade 12 vs. DiplomgB(= -
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0.08;p < 0.05) were found to be statistically significanegtictors, as well as career planning
(B = 0.14;p < 0.01). Lastly, for the dimensiomon-organisational successs a dependent
variable, a statistical significant model was foRg g24)= 2.92;p = 0.00), which explained
4% of the variance. More specifically, Grade 12 less than Grade 12 were found to be

statistically significantf{ = -0.09;p < 0.05) as well as career plannirfig«0.10;p < 0.01).

Similar regression analyses were also performel thi¢ four dimensions of the LSMS of

(Parker & Chusmir, 1992) as dependent variables.rébults are displayed in Table 9 below.
Table 9

Linear Regression Analyses with the human capdabbles as independent variables and
dimensions of LSMS (Parker & Chusmir, 1992) as ddeet variables

Security Social Professional Personal
contribution fulfilment fulfilment

Job tenure
6-10 years vs. 2 years or0.04 0.01 0.03 0.00
less
6-10 years vs. 3-5 years p wit0.01 0.01 -0.02 -0.03
6-10 years vs. 11-20 years0.05 -0.04 -0.03 0.01
6-10 years vs. 21 year9.00 -0.05 -0.06 -0.07
and more
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Table 9 (continued)

Security Social Professional Personal
contribution fulfilment fulfilment

Educational level
Grade 12 vs. less than -0.04 -0.04 -0.04 -0.07
Grade 12
Grade 12 vs. Certificate 0.04 -0.02 -0.01 0.03
Grade 12 vs. Diploma  0.01 -0.01 -0.03 0.02
Grade 12 vs. Degree 0.11* 0.04 0.03 0.06
Career planning 0.11* 0.25* 0.26* 0.21*
Model R 0.03 0.08 0.08 0.07

* Statistically significant (p < 0.05); ** Statistlly significant (p < 0.01); “Baseline groups” we6-10 years of experience; Grade f2;
standardised coefficients

As summarised in Table 9, for tlsecuritydimension as dependant variable, human capital
variables produced a statistical significant mdéel e43)= 2.64;p = 0.01), accounting for 3%
of the variance. More specifically, Grade 12 vs.gi2e was a statistically significant
predictor § = 0.11;p < 0.05), as well as career plannifig 0.11;p < 0.05). Regarding the
dimensionsocial contributionas dependent variable, a statistical significandehwas found
(Fe.990) = 6.99;p = 0.00), which explained 8% of the variance. Mepecifically, career
planning § = 0.25; p < 0.05) was a statistically significant predictorheT statistical
significant model for the dimensigorofessional fulfilments dependent variabl€ 374) =
7.37;p = 0.00) explained 8% of the variance. More speaily, career planning was found to
be a statistically significant predictdy € 0.26;p < 0.05). Lastly, for the dimensiqgersonal
fulfilmentas dependent variable, a statistical significaotieh was foundKs.sops)= 5.81;p =
0.00), which explained 7% of the variance. Morec#jmally, Grade 12 vs. less than grade 12
(B =-0.07;p < 0.05) was found to be statistically significarg,veell as career planning €
0.210;p < 0.05).
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Organisational predictors for subjective career sucess

As guided by the literature (Ballout, 2006; Che@1@, Nabi, 1999; Nget al, 2005; Park,

2010), various organisational variables were edtasepredictors for the three dimensions of
the PCSS of Gattiker and Larwood (1986). Theseabtes are: perceived organisational
support and training and development opportunifié® variables were entered with the use
of dummy variables for training and developmentarpymities. The results are summarised

in Table 10 on the following page.
Table 10

Linear Regression Analyses with the organisatioralables as independent variables and
the dimensions of PCSS (Gattiker & Larwood, 1986)i@pendent variables

Job success Interpersonal Non-organisational

success success

Training and development

opportunities

1-4 vs. none 0.07 0.05 0.08*
1-4 vs. 5-9 0.01 -0.04 -0.02
1-4 vs. 10 and more 0.00 -0.04 0.00
Organisational support 0.07 0.10** -0.07
Model R 0.01 0.02 0.01

* Statistically significanti§ < 0.05); ** Statistically significantp(< 0.01); “Baseline group” was: 1-8; standardised coefficients

As summarised in Table 10, for the dimensimb successas dependent variable,
organisational variables produced a statisticahiB@ant model E.114) = 2.11;p = 0.08),
accounting for 1% of the variance. Regarding thmetlision interpersonal succesas
dependent variable, a statistical significant madas$ found £ 971)= 2.97;p = 0.02), which
explained 2% of the variance. More specificallygamisational supporf(= 0.10;p < 0.01)

was found to be a statistically significant predict Lastly, for the dimensiomon-
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organisational successas dependent variable, a statistical significamideh was found

(Fr.179) = 2.53;p = 0.07), which explained 1% of the variance. Mepecifically, 1-4 vs.

none training and development opportunities wasndoto be a statistically significant
predictor = 0.08;p < 0.05).

Similar regression analyses were also performeti wie four dimensions of the LSMS
(Parker & Chusmir, 1992) as dependent variables. fEBults are displayed in Table 11 on
the following page.

Table 11

Linear Regression Analyses with the organisatioralables as independent variables and

the dimensions of LSMS (Parker & Chusmir, 1992)egsendent variables

Security Social Professional Personal
contribution fulfilment fulfilment

Training and
development
opportunities
1-4 vs. none -0.00 -0.00 0.01 0.02
1-4 vs. 5-9 -0.00 -0.00 -0.03 -0.01
1-4 vs. 10 and more 0.03 -0.02 -0.03 0.02
Organisational support 0.13* 0.23* 0.31* 0.10*
Model R 0.02 0.05 0.10 0.01

* Statistically significanti§ < 0.05); ** Statistically significantp(< 0.01); “Baseline group” was: 1-8; standardised coefficients

As summarised in Table 11, for the dimenssecurityas dependant variable, organisational
variables produced a statistical significant mdégl 910)= 2.91;p = 0.02), accounting for 2%
of the variance. More specifically, organisatiosalpport was found to be a statistically
significant predictor § = 0.25;p < 0.05). Regarding the dimensicocial contributionas

dependent variable, a statistical significant madas$ found 9 695)= 9.70;p = 0.00), which
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explained 5% of the variance. More specificallygamisational supporf(= 0.29;p < 0.05)
was found to be statistically significant. A statial significant model for the dimension
professional fulfilments dependent variable was foutfithdse4) = 18.59;p = 0.00) which
explained 10% of the variance. More specificallgamisational support was found to be a
statistically significant predictorf(= 0.31;p < 0.05). Lastly, the dimension fgrersonal
fulflmentas dependent variable a statistical significanti@havas foundK.927)= 1.93;p =
0.10) which explained 1% of the variance. More #madly, organisational supporf3(=
0.10;p < 0.05) was found to be a statistically significaredictor.

Discussion

Limited quantitative research is available on theltrdimensionality of subjective career
success. There is also no consistency in the usguaftitative instruments to measure
subjective career success on multiple dimensiohsy£t al, 2012). The objective of this
study was to determine the validity and reliabilifytwo existing instruments for subjective
career success that measure the construct on sadouoensions. In addition, several
predictors for subjective career success were tigaed. The present study was conducted
as an answer to the call for more quantitativeistuthat measure subjective career success
on multiple dimensions (Driest al, 2008; Heslin, 2005a; Zhoat al, 2012).

However, as the present study was the first inatsire on subjective career success in South
Africa, the results were illuminating and contrieub South African research and literature
on subjective career success. Aligned to the figective of this study and somewhat
unexpected, when investigating the validity of tiwe subjective career success instruments,
neither of the instruments yielded the same muthieshsionality as expected or was found in
the literature (Gattiker & Larwood, 1986; Parker@ausmir, 1992). Results found in this
study suggested that the PCSS of Gattiker and Ladw@986) can only measure three
dimensions of subjective career success (i.e. jairess, interpersonal success and non-
organisational success). Even though these thmerndions showed good reliability and
convergent validity with the LSMS instrument (ofrkar & Chusmir, 1986), the construct
validity remains problematic. During the construelidity analyses of this instrument, the
modification indices showed that no better modelld@ohave been obtained. Given the
significanty? value, the high value of/df and the high RMSEA value (Bentler and Bonett,
1980), the model should have been rejected. Neslegs, it was decided to keep the model
because of its acceptable Cronbach’s alpha cosfi€i(ranges between 0.74-0.81).
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Interestingly, the LSMS did also not yield the mditmnensionality as indicated in the
literature. Results suggest that subjective casaecess is a four-dimensional construct (i.e.
security, social contribution, professional fulfémt and personal fulfilment). Although not
containing six dimensions, this four-dimensional delofitted the data best and showed
acceptable levels of validity and reliability. Tradimensions status/wealthand family
relationshipswere excluded for different reasor&atus/wealthdid not yield a satisfactory
Cronbach’s alphaa(= 0.60), that is below the acceptable levelaof 0.70 (George &
Mallery, 2003; Nunnally & Bernstein, 1994). Thisdinates that this dimension is not
measuring consistently that which it is supposethéasure (Foxcroft & Roodt, 2009). The
skewness and kurtosis faimily relationshipsvere higher than the acceptable levels and were
therefore deleted as well. This implies that theuagption of normal distributed data was
violated (DeCarlo, 1997).

It was, however, established by means of convergeatidity, that job success and
interpersonal success (PCSS) correlate well wittiegsional fulfilment (LSMS); also that
non-organisational success (PCSS) correlates wigh personal success (LSMS). This
suggests that the instruments correspond to e&eh. & reason for these relationships is that
the operational definitions of these dimensionsiaragreement. For examplgrofessional
fulfilment means having the respect of superiors and colesagnd being committed to the
work and the organisation (Parker & Chusmir, 199 successelates to the support
available from managers, being happy and dedidateerk and interpersonal success refers
to the acceptance and respect of colleagues arwyiegjthe confidence of supervisors
(Gattiker & Larwood, 1986)Personal fulfilmentmeans being content and gaining personal
meaning and enjoyment from non-work related aetisifParker & Chusmir, 1992Non-
organisational succesmdicates being happy in non-work related areakfen(Gattiker &
Larwood, 1986).

Although the dimensions of the respective instrumedid correlate, the correlation
coefficients were not high, indicating no multi-wearity (Freundet al, 2006). This result
was expected, seeing that both instruments medberesame overall construct, namely

subjective career success.

Predictors of subjective career success were algesiigated, the second objective of this
study. These included demographical (i.e. gendeguage groups, marital status and age),
human capital (i.e. job tenure, level of educataond career planning) and organisational

59



variables (i.e. training and development opportagsiand perceived organisational support).
Each of these variables was investigated separatginst the dimensions of the PCSS and
LSMS.

Once again illuminating results were obtained. Atistical model was found for
demographic variables predicting subjective casemcess for both the PCSS and LSMS.
More specifically, gender was found to be a sigatfit predictor for some of the dimensions
of the PCSS (i.e. interpersonal success) and th3_8.e. security, professional fulfilment
and personal fulfilment). This is in line with fimg)s by Oliver and Karim (2012) as well as
Stumpf and Tymon (2012), who found that genderpsealictor of subjective career success.
However, in the present study, gender was onlygaifstant predictor to some of the
dimensions of subjective career success (interpatssuccess, security, professional

fulfilment and personal fulfilment).

Language groups were also found to be a predidtsulgjective career success. The Sotho
group (the baseline) showed significantly highen-eoganisational success (PCSS) and
personal fulfilment (LSMS) than the Western-Gerrsagroup. Traavik and Richardson
(2010) found that language competency is highlyredated to overall subjective career
success. The present research differentiates betterent dimensions of subjective career
success. It is therefore possible that due to étagre of work in SAPS (e.g. mainly English, a
Western-Germanic language) that those with lowezl$eof this language competency could
experience higher levels of non-organisational ssscand personal fulfilment, that is:

outside their places of work, where they are ablgpieak their home language.

Results from this study indicated that maritalistas a predictor of subjective career success.
The group Other (i.e. divorced or widowed) indichtgnificantly lower levels of social
contribution and professional fulfilment (LSMS) ththe married group. Net al. (2005) and
Pfeffer and Ross (1982) found that being marrieas€bne group) is considered to be more
stable and reliable. This is in accordance to fiansorship-mobility theory that those who
have a quality valued by the “elite”, it will aldme “sponsored” by them. In this instance
being divorced or widowed will not elicit sponsagshTherefore this status will incur less
subjective career success, and as found in themirstudy, particularly with regard to social

contribution and professional fulfilment.
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Another predictor, age, was found for subjectiveeea success. The age group 18-25 years
had significantly higher levels of job successgipersonal success and non-organisational
success (PCSS) than the group 26-35 years (bagging). In contrast, the ages 36-45
years, as well as 46 years and older, showed ggnify lower experiences of interpersonal
success and non-organisational success (PCSS)easwhpl fulfilment (LSMS) respectively
than the age group of 26-35 years. This is in atawee with previous research (Judgfeal,
1995). The ages represent different career stagegingon, et al., 1978). A possible
explanation for these results may be that the needschallenges required during these
stages are (or are not) met accordingly, whichltesu higher (or lower) levels of subjective

career success.

A statistical model for the human capital variabless found to predict subjective career
success. More specifically, those participants aitfualification less than Grade 12 (baseline
group) experienced significantly lower levels ofnparganisational success (PCSS); and
those with a qualification equivalent to a diplosaiterpersonal success (PCSS) scored also
significantly lower than those who only had Grade In contrast, those with a degree
experienced significantly higher levels of secu(itgMS) than those with Grade 12. This is
in agreement with findings by Ngt al. (2005), Traavik and Richardson (2010) and Wastne
al. (1999) who found the level of education to be feosly related to subjective career
success. That means that the higher the individuglialified, the higher the experiences of
subjective career success will be, especially diggrsecurity. Conversely, the lower the
gualification level, the greater the chances aneabfexperiencing non-organisational success

and interpersonal success.

An insightful finding was that career planning wassignificant predictor across all
dimensions for both the PCSS and LSMS. Those gaatits who were actively taking part
in career planning activities experienced signifibaless job success, but more interpersonal
and non-organisational success (PCSS). In additioey also experienced significantly
higher levels of security, social contribution, f@ssional and personal fulfilment (LSMS)
than those that did not engage in career plannstigites. The findings on experiences with
higher levels of subjective career success wegaedi with findings by Lee (2002) and Ny

al. (2005). However, it is unknown why career plannivag a negative relationship with job

Success.
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A statistical model for organisational variablesswaund, which predicted subjective career
success. More specifically, the participants whibrthbt have any training and developmental
opportunities experienced significantly higher levaf non-organisational success than those
who enjoyed 1-4 opportunities (baseline group)sTimding is in contrast to that of Ng al.
(2005) and Waynet al. (1999), who found that training and developmeatgdortunities are
related positively to subjective career succespossible reason for this is that individuals
who realises that the organisation will not invMesd them, find their satisfaction in activities
outside their work; or conversely, they are so liggpmersed in non-work activities that
training and development at work is of little comceto them. However, perceived
organisational support was a significant prediatonterpersonal success (PCSS), as well as
security, social contribution, professional andspeal fulfilment (LSMS). This finding was

in agreement with Ballout (2005) and Chen (2010hese enjoying a higher perceived

organisational support will also experience higbgels of subjective career success.
Limitations

There were several limitations in this study thaec to be mentioned. The first is that a
cross-sectional design was used and the data vas et at only one point in time (Olsen &
George, 2004). Therefore, causal relationships dcaudt be established between the
variables. A longitudinal design may have demomstrastronger causal relations and
conclusions. Another limitation is that self-realtquestionnaires were used to obtain data
for this research. This may lead to “common-methedriance (Oosthuizen, 2005). The
population were also extremely homogenous, congistiainly of young, Sotho-speaking
non-commissioned officers and clerical personndélese employees represent the lower
levels in the organisation. It is possible thas tlaick of proper representation influenced the

results.
Recommendations

Notwithstanding these limitations, various recomdaions can be made. It is evident from
this study that more research is needed in quéwmétatudies on subjective career success,
particularly in the South African context with igofile of a diverse working population.
Results from this study showed that due to the tisfaatory psychometric properties of the
PCSS, further exploration is needed with this uns&nt regarding its psychometric

properties. The LSMS may, however, be a more véuaistrument in future studies on
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subjective career success in South Africa. It mayrdcommended that similar studies be
undertaken among a different population and workirenment in South Africa in order to
compare results. An example of a different popafkatiould be the higher ranks of the SAPS,
or women officials compared to their men countelpaks was seen, acceptable results were
found for the LSMS instrument and the PCSS was lpno#itic in terms of its validity.
Nevertheless, the results in this study may indicttat subjective career success is
conceptualised differently within the South Africanntext. Results from previous South
African qualitative studies (e.g. Visagie, 2012)ynmguide future projects that attempt to
develop comprehensive quantitative instruments.

Human capital and organisational variables expthitbe most variance. Thus the
recommendation is that more research should be donéhese variables in studies on
subjective career success. It is also possible dftia¢r variables, which had not been
investigated in the present study, may signifigaptkedict levels of subjective career success.
Therefore continued research is needed to detersuicte variables. Possible examples could

be personality preferences, organisational loyatyk-life balance and motivation.
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CHAPTER 3
CONCLUSIONS, LIMITATIONS AND RECOMMENDATIONS

This chapter consists of conclusions drawn fromliteeature review and the empirical study
in accordance with the specific objectives. Theithtions of this research are discussed,
followed by recommendations for the organisation. dddition, recommendations and

suggestions are made for future research.
3.1 CONCLUSIONS

The focus of career success has changed overdhddeade; individuals pay more attention
to their own career achievements than on the dolee@chievements of the organisation for
which they are working (Eby, Butts, & Lockwood, &)Qindicating a greater shift towards
subjective career success. Although various pri@itative research efforts have found that
subjective career success is a multi-dimensionastcoct (Arthur, Khapova & Wilderdom,
2005; Dries, Pepermans & Carlier, 2008; Visagie,Z2&hou, Sun, Guan, Li & Pan, 2012),
most quantitative studies utilises a one-dimengiorgrument in their studies (e.g. Botha,
2011; Kirchmeyers, 2002; Riordan & Louw-Potgie®d11; Turban & Doherty, 1994).

The first objective of this study was to determthe validity and reliability of two multi-
dimensional instruments measuring subjective casaecess in the South African context.
Neither instruments that was investigated yielded same multi-dimensionality as was
indicated in the literature (Gattiker & Larwood, 88 Parker & Chusmir, 1992). Results
indicated that the PCSS have three dimensionsjdibesuccess, interpersonal success and
non-organisational success). These dimensions feerel to be reliable, but their validity
turned out to be problematic. This result was sohawsurprising, but as this was an
exploratory study, such results could be expedieinundson & Mcmanus, 2007).

A possible reason for this finding could be thecaptual differences between “job” success
and “career” success ( “job” refers to respongibsi and duties related to the place of
employment; “career” denotes an occupation undentaor a significant period of time,
Soanes & Stevenson, 2009). Career success imphtsan individual is successful over an
extended period. The majority of respondents wereng (26-35 years old), suggesting that
their “jobs” have not yet turned into “careers”.rthermore, as most respondents were non-
commissioned officers and clerical personnel (repméng the lower levels within the

organisational hierarchy), few opportunities fovagcement had been available. However,

71



the dimensions of the PCSS correlated well witrs¢hof the LSMS (i.e. job success and
interpersonal success correlated with professidakilment; non-organisational success
correlated with personal success). A reason coelthat the main focus is on work-related
outcomes (e.g. Arthwet al.,2005), with the exclusion of activities and rotegside the work
domain. It is possible that the essence of whabissidered to be subjective career success

has changed, with a greater focus on non-work iiesy since the development of the PCSS.

In contrast to the PCSS, four dimensions of the ESMere found to be valid and reliable.
These dimensions are: security, social contribytimmofessional fulfilment and personal
fulfilment (developed by Parker & Chusmir, 1992hig corfirms that subjective career
success is indeed a multi-dimensional constructh(/ret al, 2005; Drieset al, 2008;
Visagie, 2012; Zhoet al, 2012). A possible reason for this finding cob&lthat the LSMS
has a greater focus on non-work activities thastamially may influence the individual’s
level of subjective career success (e.g. Valcoladge, 2008).

Although the LSMS were found to be valid and rdkalwo of the original dimensions were
problematic and were excluded from the study. Thiseensions werégamily relationships
and status/wealth A possible reason for the results family relationshipscould be that
although the majority of participants are marri¢ide respondents do not consider the
condition of their family life to be a contributinigctor to their experience of subjective
career success. Another reason could be that asesp®ndents are still young, their roles in
their families have not yet been established endagtetermine whether they are successful

or not.

Status/wealthwas strongly related to the criteria for objectareer success (e.g. Heslin,
2005; Russo, Kelly & Deacon, 1991; Savickas, 2000)is therefore possible that the
respondents were able to distinguish subjective fobjective career success. Another reason
could be that with the majority of respondents espntative of the lower hierarchical levels

in the organisation, status was not yet of grdavesce to them.

The second objective of the present study was termiéne the predictors for subjective
career success. The predictors were divided inteetltategories: demographic variables
(gender, language groups, marital status and age)an capital variables (job tenure, level
of education and career planning) and organisdtivagables (training and development
opportunities and perceived organisational suppdihough some predictive value was

evident from all three categories, the human chgdareer planning) and organisational

72



variables (training and development opportunitiggerceived organisational support)
explained the most variance in the experience bjestive career success. A possible reason
for this finding could be that in previous studissbjective career success was measured as a
one-dimensional construct, but in the present stuahyas measured as a multi-dimensional

construct.

Dummy variables were created for variables with twanore mutually exclusive categories,
in order to ensure that the analysis was computedectly (Skrivanek, 2009).The
demographic variables (gender, language groupstahstatus and age, with baseline groups
Sotho, Married and 26-35 years respectively weoadicto be predictors of subjective career
success. The results in the investigation on genu#icated that gender is a significant
predictor of interpersonal success (PCSS); gendsw predicts security, professional
fulfilment and personal fulfilment (LSMS). This is agreement with results from Stumpf
and Tymon (2012), as well as Oliver and Karim (20Xwever, the fact must be kept in
mind that gender was only significant on some a thmensions of subjective career
success. Furthermore, results showed that the $atigpage group experiences more non-
organisational success (PCSS) and personal fuliiriesSMS) than the Western-Germanic
group. According to Traavik and Richardson (2018)guage competency is correlated to
subjective career success as a singular consi&sdhis study distinguishes between various
dimensions, it is possible that due to the offitgsguage of the SAPS (English, a Western-
Germanic language) those from different languageugs (i.e. Sotho) experience higher
levels of non-organisational success and persamélinfent. This experience relates to
subjective career success outside their work enmemt, where it is possible to

communicate in a home language.

Marital status was also found to be a predict@uldjective career success. More specifically,
the group Other (i.e. divorced or widowed) showeéghificantly lower levels of social
contribution and professional fulfilment (LSMS) ththe married group (baseline). This is in
agreement with findings by Net al. (2005), as well as Pfeffer and Ross (1982) whaatd

that married employees are more stable and relthble others.

Age was pointed out as another predictor of subbjedareer success. More specifically, the
group 18-25 years experienced significantly higherels of job success, interpersonal
success and non-organisational success (PCSS)tllose aged 26-35 years (baseline).
However, those aged 36-45 years showed significdmiver levels of interpersonal success
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and the group 46 years and older also showed ltswels of non-organisational success
(PCSS) and personal fulfilment (LSMS) in comparisdath the 26-35 year old participants.
According to Judge, Cable, Boudreau and Bretz (199% Levinson, Darrow, Klein,
Levinson and McKee, (1978) this trend could be etgukas employee’s needs change with

time.

Human capital variables (education level and capésmning) were predictors of subjective
career success. More specifically, those parti¢goamo had a qualification less than Grade
12 (baseline) had significantly lower levels of ranganisational success (PCSS). Also, those
with the equivalent of a diploma also experienceddr levels of interpersonal success
(PCSS) than those with Grade 12. However, the qiaatits who had a degree showed
significantly higher levels of security (LSMS) thérose with Grade 12. According to Mg

al. (2005), Traavik and Richardson (2010) and Waynedén, Kraimer and Graf (1999),
there is a positive relationship between leveldifaation and subjective career success. This
implies that the higher an individual is qualifiethe higher levels of subjective career

success will be and vice versa.

The results on career planning indicated thatuargable explained the largest percentage of
variance on all the different dimensions of suliyectareer success. These findings are in
accordance with results obtained by Lee (2002)NgdEby, Sorensen and Feldman (2005).
Individuals who engage actively in career enhanaatiyities, such as self-nomination and

networking activities, experience higher levelsobjective career success.

The organisational variables, training and develepimopportunities, and perceived
organisation support, also seemed to be signifipaadictors of subjective career success.
More specifically, those who did not have any ftirggnand development opportunities,
seemed to experience higher levels of non-orgaorsdtsuccess (PCSS), compared to those
participants who have had attended between 1-#inigaiand development opportunities
(baseline). This is in contrast to findings by Bliigal (2005) and Waynet al. (1999), who
found that employees will experience higher lew#lsubjective career success will be when
more training and development opportunities arelava to them.

Furthermore, perceived organisational support piot® be a significant predictor for
interpersonal success (PCSS). This was also the wéh security, social contribution,
professional and personal fulfilment (LSMS). Thessults are in line with findings by

Ballout (2005) and Chen (2010) and indicate thais¢hemployees who experience with

74



higher perceived organisational support also tendxperience higher levels of subjective

career success.
3.2 LIMITATIONS

Several limitations in this research must be poirget. The first limitation was the use of a

cross-sectional design. As a result of this designcausal inferences could be drawn among
the variables, and no causal relationships coulddsbablished or interpreted (Thisted, 2006).
A longitudinal design should be utilised to valelahese findings (Montgomery, Peeters,

Schaufeli & Den Ouden, 2003).

The second limitation was that self-reported qoestaires were used to obtain data for this
research. This practice may lead to “common-methvadiance, as the use of one method of
data-collection can increase the likelihood of aggm®mns being insignificant or false
(Oosthuizen, 2005). However, previous researchfdwasd that common method variance is
not problematic when interactions are found betweerables (Semmer, Zapf & Grief, 1996;
Spector, 1992). Individuals are considered to leeniost important source who can report

accurately on their work environment (Frese & Z4j909).

The third limitation was the inclusion of two instnents to measure subjective career
success. The Life-success Measure Scale (hencéfSM8) of Parker and Chusmir (1992)
were directly followed by the Perceived Career 88scScale (henceforth PCSS) of Gattiker
and Larwood (1986) in the questionnaire bookletei@g that both instruments measure
subjective career success, the items may seereddl@participants, giving them a sensation
that they repeatedly are answering the same questiwhich possibly caused random
responses. This could also be one of the reasotisdanexpected results obtained regarding
the validity of the PCSS.

The fourth limitation was the use of a conveniesaenpling technique that resulted in a
homogenous group of employees. The majority ofdéia was obtained at training colleges
in the Free State and the sample consisted maihlyoong, Sotho-speaking, non-

commissioned officers and clerical personnel. Tresployees represent the lower levels in
the organisation. It may be that this lack of progpresentation of the employees working in
the SAPS influenced the results. Added to thisofadhere could also have been a common
unknown variable present at this group that infagehthe results (e.g. participants who were

biased because the questionnaire was only availallaglish, seeing that the majority of the
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participants were in fact Sotho speaking). Différezsults may be obtained from a more
representative sample of SAPS employees. Therdfase results should be interpreted with
caution when considering the generalisation to eygg#s from within the SAPS and from

other language groups or other provinces.

The fifth limitation of this research is the resutibtained for the psychometric properties
(specifically the validity) of the PCSS instrumentGattiker and Larwoord (1986). Although
the dimensions were proved reliable and indicatedeace of convergent validity with the
LSMS instrument, the construct validity remainedlpematic. A possible explanation for
these results may be possible conceptual diffeeehetwveen job success and career success.
According to the Oxford English Dictionary (SoadeStevenson, 2009) a “job” relates to “a
paid position of regular employment” as well asspmecific responsibilities and duties (p.
765). Job success would then imply that an ind&idsisuccessful in executing his/her duties
and responsibilities at his/her place of employmémtcontrast, a “career” refers to “an
occupation undertaken for a significant period ipeason’s life, usually with opportunities
for progress” (p. 213). Career success would thaslyi that the individual, over an extended
period, be successful in his/her occupation. Asntlagority of respondents were in the 26-35
years age group (early career stage, Levinsbal.,1978; Schreuder & Coetzee, 2009), their
“jobs” have not turned into “careers” yet. In adulit most respondents were non-
commissioned officers and clerical personnel. Tikigepresentative of the lower levels
within the organisation and these individuals da@ have many or any opportunities for
advancement yet. According to Fieldman (2002) armmn8ura (2002) this stage is
characterised by establishing identity in an octiopaas well as finding one’s place in and
contributing to society. This is in different th#me middle career stage where individuals
have a strong sense of identity established (Levies al, 1978). In this stage respondents
would have been able to determine whether theydidained subjective career success or

not.

A final limitation was the low percentage of vamanexplained for all the dependent
variables with respect to the independent variablethe linear regression analyses of the
study. Although all the variables used in this gtwdere previously found to be strong
predictors of subjective career success (Ballod®62 Chen, 2010; Judget al.,1995; Nabi,
1999; Ng, Eby, Sorensen, & Feldman, 2005; Park pah® was not the case in the present
study. A possible reason could be that in previsuslies, subjective career success was
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measured as a one dimensional construct. Howdwermulti-dimensionality of this study
may have influenced the predictive value of vaegabthat were previously known to
influence the level of subjective career successhwimdividuals experienced. More research
is therefore needed on the predictors of subjeatemeer success as a multi-dimensional

construct.
3.3 RECOMMENDATIONS

Notwithstanding the above mentioned limitationsfid@s recommendations can be made.

Recommendations are made for the organisation@rfdtiire research.
3.3.1 Recommendations for the organisation (SAPS)

It is crucial for organisations to realise that jeghve career success is indeed a multi-
dimensional construct. The LSMS (Parker & Chusit®92) can be used with confidence in
an organisation to measure security, social camioh, professional and personal fulfilment
— all dimensions of subjective career success. $hyguthis instrument organisations are not
only able to measure subjective career succesdlyalnd reliably, it is also possible for them
to distinguish between different dimensions of sabye career success. This knowledge can
be applied in the implementation or adjustment ofices, which could enable their
employees to experience higher levels of subjeatareer success. This instrument (LSMS)
can also help human resource managers and empddyeaith and wellness functionaries to
address specific concerns on subjective careeressctiowever, the use of the PCSS as
instrument is not recommended, seeing that fukikpltoration is needed on its psychometric

properties.

From this research it was evident that educatideeél, career planning, training and
development opportunities and perceived organisatisupport were significant predictors

for subjective career success.

In terms of educational level, the organisation c¢arplement programmes for those
employees who do not have a Grade 12 qualificatdonapt example is the Adult Basic
Education Programme, which is aligned with the goreent’s campaign to ensure education
for all South Africans (Adult Basic Education andaihing Act, No 52 of 2000). Such a
programme will enable the members of the SAPS taiolhigher qualifications. These may

in turn improve the possibility that they may expace subjective career success (Wagte,
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al., 1999). As the SAPS is a service-delivery orgarigsait can also, in conjunction with the
relevant Sector Education and Training Authorityfe{®), provide opportunities for its
employees to be trained in relevant skills for ¢lmganisation. Furthermore, the SAPS can
implement incentive strategies that will encouraggloyees to study further on their own.
Examples of such incentives could be better prasnati opportunities or monetary rewards

when they complete the course and achieve qudiditaat certain NQF levels.

Concerning career planning, it was evident thas ttype of planning does contribute
significantly more to the experience of subjectoageer success, in comparison with other
variables. Therefore it is suggested that the asgéion ensure that all its employees, when
entering the organisation, have a discussion ogecgraths with the relevant supervisors and
human resource managers. This would help deteritieeoptions available to them as
employees. Career options can be divided into caiesters, which contain several career
paths. Also the skills and abilities needed to metie desired goals in a career could be
included in the task agreement. Regular performassessments could be held to determine
whether the employee is making the required pregaes if not, remedial strategies could be
implemented, or the desired career could be resated.

Focusing on training and development opportunitibe, organisation could ensure that its
programmes are first of all aligned with its ovesdtategy and business drive. Thereafter it
could ensure that the programmes that are presanéedelevant to the skills and abilities

needed by its employees to perform their tasksyaglly and professionally.

Organisational support is another predictor tha tinganisation can utilise in order to
increase levels of subjective career success. ARSSould try to ensure that supportive and
congenial relationships between supervisors andrdutates, as well as among colleagues,
are established and maintained. This can be aahi¢hvough focused leadership and

mentoring programmes, as well as by team buildmdyiater-group activities.
3.3.2 Recommendations for future research

The following recommendations are made for futuesearch. Firstly, more studies are
needed to explore the psychometric properties®@PiSS in greater detail, especially within
the South African context. The dimensions of theSBCappear to make sense from a
theoretical perspective (meaning that the dimerssimmd items are in agreement with the

operationalised definitions). However, it is possithat the items of these dimensions may
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require adjustment. The original instrument cossist 23 items, on average 4 items per
dimension. More items, which measure these dimassimore accurately, may rectify this
impediment (Agarval, 2011; Kim & Mueller, 1981).

Secondly, more research on the LSMS is also recomdatk Although it was found to be a
valid and reliable instrument when used on memlbérthe SAPS in the Free State, the
results could not be generalised to the organisa® a whole or to different populations.
Therefore studies on a national level and or amaoth@r industries and occupations are
advisable. This could entail employees workinghe private sector or in other government
departments. Each organisation and occupation tsa®wn advantages, disadvantages,
challenges and rewards that may influence the lefvelibjective career success experienced
(Ditsela, 2012; Visagie, 2012). In addition, otlsamples may yield different results; it is
possible that dimensions found to be problematithis study could actually turn out to be

sound and satisfactory in other studies.

Thirdly, the sample of this study was homogenouterms of organisational level. Most of
the participants were from the lower levels in tinganisation, namely constables and clerks.
It is recommended that subjective career succegs/bstigated among higher organisational
levels, especially middle and senior managemermdewas it is possible that higher levels in
the organisation (or higher ranks) experience st career success differently (Visagie,
2012).

Fourthly, the use of a longitudinal research desgsgmcommended. Longitudinal designs are
utilised to determine change on the same variables a period of time (Ployhart &
Vandenberg, 2010). Results obtained from such todgjial research may be used to validate

the findings of this study and to determine whetherrelationships hold true over time.

In addition, more research is needed to deternmegtedictors of subjective career success,
especially regarding the different dimensions afissubjective success. The majority of the
literature refers to predictors of subjective carseccess as a one dimensional construct.
Therefore the possibility exists that more saliariables may yet be unknown, which can be
used to predict the different dimensions of suljectareer success. Examples may be
family size (Peluchette & Jeanquart, 2000), houmsked, willingness to transfer, social
capital, supervisor support and organisational uess (Nget al., 2005). According to this

study, demographical variables should be controitedfuture studies. On the other hand,
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human capital (i.e. career planning) and orgamisati variables (i.e. training and
development opportunities & perceived organisatisn@port) were shown to have a strong

predicting value, which may warrant further invgation.

Finally, the present study confirmed that subjextoareer success is a multi-dimensional
construct, which is in agreement with previous gative findings (e.g. Driegt al, 2008,
Visagie, 2012; Zhoet al, 2012). Future research should be guided by tfiedegs when
developing comprehensive quantitative multi-dimenal instruments for the South African

context.

Overall, more research is needed in studies on tij@dve subjective career success,
especially within the South African context withs idiverse working population. The
understanding, measuring and improving of this irtgpd organisational construct may help
organisations to obtain and maintain its competitdvantage in terms of developing its own

human capital.
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APPENDIX A
LIST OF ITEMS OF SUBJECTIVE CAREER SUCCESS SCALES
Table A1

List of items of Perceived Career Success Scaldikéa& Larwood, 1986)

Original items of PCSS Remaining items after CFA

Job success

| am receiving positive feedback about my | am receiving positive feedback about my

performance from all quarters performance from all quarters
| am offered opportunities for further | am fully backed by management in my
education by my employer work

| am having enough responsibility on my jobam happiest when | am at work
| am fully backed by management in my

work

| am in a job which offers me the chance to

learn new skills

| am most happy when | am at work

| am dedicated to my work

| am in a position to do mostly work which |

really like

Interpersonal success

| am respected by my peers | am getting good performance evaluations
| am getting good performance evaluations | am accepted by my peers
| am accepted by my peers | am having my superior’s confidence

| am having my superior’s confidence

Non-organisational success

| am happy with my private life | am happy with my private life
| am enjoying my non-work activities | am enjoying my activities outside of work
| am satisfied with my life overall | am satisfied with my life overall

| am dedicated to my work
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Table Al (continued)

Original items of PCSS Remaining items after CFA

Hierarchical success

| am pleased with the promotions | have
received so far

| am reaching my career goals within the
time frame | set for myself

| am going to reach all of my career goals
| am in a job which offers promotional

opportunities

Financial success

| am receiving fair compensation compared
to my peers

| am drawing a high income compared to my
peers

| am earning as much as | think my work is

worth

Table A2

List of items of Life-success Measures Scale (Pd&Kehusmir, 1992)

Original items Remaining items after CFA
Security
Having economic security Having economic security
Having good job benefits Having good job benefits
Having high income and the resulting Having a high income and the resulting
benefits benefits

Having long-term job security

Earning regular salary increases
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Table A2 (continued)

Original items Remaining items after CFA

Social contribution

Being able to give help, assistance, advice Making or doing things that is useful to
and support to others society

Making or doing things that is useful to Contributing to society

society Improving the well-being of the workforce
Contributing to society Helping others to achieve

Improving the well-being of the workforce

Having the resources to help others

Being able to make a difference in something

Helping others to achieve

Making a contribution to society

Professional fulfiiment

Being committed to my organisation Being accepted at work

Being accepted at work Getting good performance evaluations
Getting good performance evaluations Having the confidence of my boss
Having the confidence of my boss Being satisfied with my profession

Being satisfied with my job

Personal fulfilment

Having inner peace and contentment Being happy with my private life
Enjoying my non-work activities Having personal satisfaction
Having a sense of personal worth Having personal happiness

Having opportunities for personal creativity
Being happy with my private life

Having personal satisfaction

Having self-respect

Having personal happiness
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Table A2 (continued)

Original items Remaining items after CFA

Family relationships

Having a happy marriage

Being a good parent

Having a rewarding family life

Raising children to be independent adults
Having children

Having children who are successful
emotionally and professionally

Having a stable marriage

Being able to provide quality education to

my children

Status/wealth

Getting others to do what | want

Having a job that pays more than peers earn
Having people work for me

Being competent

Having public recognition

Having influence over others

Being in a high status occupation

Having money to buy or do anything
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