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CHAPTER 1 

INTRODUCTION 

The problem of career indecision is not new for 

psychologists and counselors. For over seventy years, 

researchers have been examining this problem, searching for 

a developmental theory to explain the origins, outcomes, 

tools, and treatments of career indecision. 

Career indecision has been defined as, "the difficulty 

setting a career goal; inability/unwillingness to choose a 

career goal, or the feeling of uncertainty regarding a 

chosen career goal" (Greenhaus & Callanan, 1992, p. 252). 

Much of career indecision research has focused on the 

indecision of high school and college students, with not 

much focus on the indecision experienced by adults. This 

review will examine the findings of career indecision 

research in student populations as well as adult 

populations. 

Career Indecision in Student Populations 

The goal of the first studies examining career 

indecision focused on finding differences between career 



decided and career undecided students. Counselors believed 

that students who were decided on their future career were 

more mature and committed; indecision was a sign of 

immaturity (Baird, 1969). In that time, many studies were 

done in an attempt to find the variable(s) which 

differentiate the decided from the undecided student; it 

seems that most studies failed to find a significant 

difference between decided and undecided students. 

Williamson (1937) found there was no relationship 

between grade point average and indecision. Watley (1965) 

and Abel (1966) found no relationship between academic 

performance and career decision. Ashby, Wall, and Osipow 

(1966) found no differences in the background variables 

(household income, parent's education level) of decided and 

undecided students. Baird (1969), in a study of over 12,000 

students, found that there were no ability differences 

between decided and undecided students. Osipow (1968), 

however, disagreed with Baird's findings and maintained 

that more evidence must be obtained for these findings to 

be conclusive. 

A few years later, researchers began finding that 

perhaps the previous studies had pointed them in the wrong 

direction; the latest research was in fact, finding 



differences between career decided and undecided students. 

Lunneborg (1975) found that in a study of 1,600 college 

students, more than 24 percent were undecided about their 

careers; and, the undecided students showed lower levels of 

academic achievement. In another study, Lunneborg (197 6) 

found that undecided students had significantly lower 

grade-point averages than decided students, and overall had 

less satisfaction with their college experience. Elton and 

Rose (1970) found that only 17 percent of undecided college 

freshman persisted to graduation, while 43 percent of the 

decided group completed their degrees. 

Other studies found the undecided student as more 

anxious (Walsh & Lewis, 1972) than the decided student. In 

support of this view, Kimes and Troth (1974) found that 

students who were fully satisfied with their career 

decision had the lowest anxiety levels. 

Many researchers have examined the relationship 

between career indecision and self-esteem. Studies show 

that undecided students have significantly lower levels of 

self-esteem than decided students (Maier & Herman, 1974; 

Resnick, Fauble, & Nickels, 1964). 

Holland and Holland (1977) summarize the findings of 

career indecision studies: "The results suggest that high 



school and college students who characterize themselves as 

'decided' or 'undecided' differ in terms of their sense of 

identity and vocational maturity, but they do not differ 

consistently on most other characteristics" (p. 410). The 

research in this area seems to be very inconsistent: for 

every study that finds a difference between groups, another 

study discounts the findings. 

Another stream of career indecision research is not as 

concerned with finding differences between decided and 

undecided groups as with drawing a distinction between 

various types within the career indecision group: career 

undecided vs. career indecisive (Crites, 1969) . The 

undecided group (developmentally undecided) is viewed as an 

effect of limited information; this group is seen as the 

less severe form of indecision. The indecisive group 

(chronically undecided) is seen as the more permanent 

inability to form a career indecision, which could be 

stemming from a personality disorder (Callanan & Greenhaus, 

1992). Some studies have shown that chronic indecision is 

related to serious psychological problems: anxiety, self-

perception problems, and externalized attribution (Fuqua & 

Hartman, 1983). The distinction between the two types of 

indecision has been observed in subsequent studies (Fuqua 



et al, 1983; Hartman, Fuqua, & Blum, 1985); but more recent 

research using cluster analysis, has identified the 

possibility of more than two types of career indecision 

(Larson, Heppner, Ham & Dugan, 1988; Lucas & Epperson, 

1990). 

Career Indecision in Adult Populations 

Despite the years and years of research dedicated to 

examining the indecision of high school and college 

students, there seems to be only a handful of studies which 

examine adult career indecision. Whereas the indecision of 

students is focused on the choice of a major, adults face a 

different kind of indecision. Adults face many choices 

regarding their careers throughout their lives: career 

field, selection of a career path, place of employment, 

whether to remain at the same organization, etc. 

Researchers agree that adult indecision is very real, and 

that to date we lack a theory designed to explain the 

career indecision of adults (Callanan & Greenhaus, 1990; 

Greenhaus & Parasuraman, 1986). 

Recent literature suggests that individuals continue 

to reassess their careers throughout their lifetimes 

(Greenhaus, 1987) which could cause periodic or sustained 

feelings of indecision regarding career choices. In 



addition, the days of working for the same company for a 

lifetime are quickly ending, and everyday demographic, 

individual, and societal changes that cause upheavals in 

careers force individuals to reexamine their careers and 

make sure they are where they want and need to be. 

Callanan and Greenhaus (1990) propose their own model of 

career indecision for employees. They argue that career 

indecision is a four-part model. Antecedents (i.e. age, 

tenure, trait anxiety, career management assistance) lead 

to career indecision sources (lack of information about the 

self, lack of information on work environment, lack of 

self-confidence, and psychological conflicts). These 

career indecision sources are seen as direct determinants 

of career indecision status; they explain why an employee 

is decided or undecided. Finally, they argue that 

indecision has a negative impact on part four of the model: 

career outcomes (career satisfaction, career expectations, 

organizational commitment). 

To prove their hypothesis, Callanan and Greenhaus 

examined the indecision of 397 managers and professionals. 

Their findings suggest that a) there are seven underlying 

sources of employee indecision (lack of information about 

oneself, lack of information about the current 
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organization, lack of information about the work 

environment outside the current organization, lack of self-

confidence, decision making fear and anxiety, non-work 

demands and situational constraints) and b) employees who 

are relatively undecided about their career goals have more 

negative work attitudes (lower career satisfaction, lower 

career expectations, and less organizational commitment) 

than employees who were relatively decided. Further 

research must be conducted before this model becomes widely 

accepted. 

In a later study, Callanan and Greenhaus (1992) found 

two subtypes of undecided employees (chronic and 

developmental) and two subtypes of decided employees 

(hypervigilant and vigilant). They found that chronically 

undecided individuals experienced higher levels of life 

stress, and that their indecision was tightly linked to 

extensive fear and anxiety. The developmentally undecided 

group was younger and less experienced and had more 

extensive non-work demands than the chronically undecided 

group. 

The hypervigilant decided group possessed less 

information and had less career management assistance about 

their careers, which may signify a hasty decision-making 



process. In addition, this group had less self-confidence 

and more fear and anxiety than the vigilant decided group. 

Vigilant employees experienced more positive work attitudes 

and less life stress than the hypervigilant decided group. 

In general, the two career decided groups experienced more 

positive work attitudes and lower life stress than the 

undecided groups. 

The major researchers in the area of adult indecision 

acknowledge the fact that there is not a developmental 

theory to date. The current literature regarding adult 

employee indecision does not offer a comprehensive theory. 

Researchers in this area feel that the research they do at 

this point is meant to be an "initial exploration," not 

definitive studies. 

At the inception of this research study, the purpose 

was to establish the presence of relationships between 

variables related to the career orientation factor of adult 

career indecision. After careful evaluation of the 

existing literature, it seems that perhaps there is a 

second career orientation element related to adult 

indecision that has not been captured by current studies. 

This element was developed from the literature review and a 

thorough content analysis of the survey items used in this 



study as measures of career indecision. I propose that this 

element is career insight, which for purposes of this study 

is defined as a career—related self—awareness which 

includes an understanding of the multiple levels of rewards 

associated with one's career. Exploratory factor analysis 

confirms that within the original set of career indecision 

items, there is a career insight component (see Appendix 

C) . 

Self-Report Data 

Self—report data are widely used in research 

experiments due to their great ease of use. Self-report 

data are easy to gather, and are much more cost effective 

than other data-gathering techniques. Many researchers 

agree that, "the practical utility of these types of 

measures makes them virtually indispensable in many 

research contexts... [and] there is evidence that under some 

circumstances self-reports may represent more accurate 

estimates of population parameters than behavioral 

measures" (Podsakoff & Organ, 1986, p. 540). 

Some researchers disagree and caution against the use 

of self-report data as they feel that subjects are likely 

to distort their answers thereby lowering the validity of 

the data. Researchers argue that subjects' responses may 
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be swayed by selective memory and that subjects may paint 

distorted images of themselves and answer in socially-

desirable ways; a phenomena called social desirability 

bias. A recent review of response distortions examined 

four studies and found that, "intentional distortions of 

self-descriptions in an overly desirable way does not 

appear to be a serious problenucorrelations were not 

attenuated by such distortion" (Hough, Eaton, Dunnette, 

Kamp, & McKloy, 1990, p. 593). Howard (1994) agrees, "the 

more carefully we examine the grounds for the resistance to 

their [self-report] use in the OB literature (and 

elsewhere), the more baseless the resistance appears...when 

employed within a sensible design, self-reports often 

represent a valuable and valid measurement strategy" (p. 

403). it follows that self-report data is a reliable and 

widely accepted means of gathering data. 

Hypotheses 

The purpose of this research is to examine the 

outcomes and correlates of adult career indecision. The 

theoretical framework for most this study is adopted from 

Callanan and Greenhaus (1990) . As explained previously, 

Callanan and Greenhaus found that employees who experienced 

higher levels of career indecision had lower levels of both 
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job satisfaction and organizational commitment. This study 

aims to replicate the findings of Callarian and Greenhouse 

as related to career indecision, while incorporating a 

separate but related construct of career insight. It is 

hypothesized that career insight is a component which is 

negatively related to career indecision. Therefore, any 

and all variables that are negatively related to career 

indecision should be positively related to career insight, 

and variables that are positively related to career 

indecision should be negatively related to career insight. 

Hypotheses relating to career insight are not based on 

existing theoretical frameworks from the literature. 

Hypothesis 1: Career indecision and career insight 

will be negatively related. 

Hypothesis 2: Career indecision and career insight 

will be significantly related job satisfaction. Career 

indecision will be negatively related and career insight 

will be positively related. 

Hypothesis 3: Career indecision and career insight 

will be significantly related to industry leaving 

intentions. Career indecision will be positively related 

and career insight will be negatively related. 
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Hypothesis 4: Career indecision and career insight 

will be significantly related to industry staying 

intentions. Career indecision will be negatively related 

and career insight will be positively related. 

Hypothesis 5: Career indecision and career insight 

will be significantly related to average job tenure. 

Career indecision will be negatively related and career 

insight will be positively related. 



CHAPTER 2 

METHOD 

Background 

The data used for this research project come from the 

Industry of Choice (IOC) project, which was sponsored by a 

grant from the Coca-Cola Company. The IOC project began 

with the general goal of developing a better understanding 

of the foodservice employee workforce. This two year 

research project, which began in May of 1995, was guided by 

the Educational Foundation of the National Restaurant 

Association (NRA). The research team was composed of 

NRA's Research Department, Batrus-Hollweg, Ph.D's Inc., and 

Dr. Nicholas Kiefer, Professor of Economics at Cornell 

University. A Forum Executive Committee was also involved: 

this team was composed of twelve of the foodservice 

industry's most experienced CEO's. The Forum understood 

that unit and system-wide profit is essentially tied to 

employee performance, and they were interested in 

understanding the foodservice workforce from many different 

13 
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perspectives. The purpose of this project was to provide 

the foodservice industry with a management tool which would 

result in improved understanding of the labor pool and 

enable the industry to attract and retain a quality 

workforce. To accomplish this goal, the Industry of Choice 

project was broken down into 3 separate phases: Phase I, A 

Detailed Structural Analysis of the U.S Foodservice 

Workforce... Past, Present, and Future, Phase II, A 

Comprehensive Survey of Characteristics, Needs and 

Attitudes of Foodservice and Non-Foodservice Employees, and 

Phase III, An Expert Panel Review of Research Findings With 

Implications and Recommendations for Applied Use. 

Phase I was prepared by The National Restaurant 

Association in conjunction with GDR Enterprises, Inc., and 

included data from: Historic Census data, Current 

Population Survey (1995), the Bureau of Labor Statistics 

(BLS), and other sources. Phase II of the project, which 

provided a comprehensive survey of characteristics, needs, 

and attitudes of foodservice and non-foodservice employees, 

was conducted by Batrus—Hollweg Ph.D's, Inc. and supported 

by GDR Enterprises. This segment of the project is the 

source of the data that were used in this research project. 
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Subjects 

Requirements for inclusion in the subject pool were 

that individuals must have returned a completed survey 

prior to the deadline date. Of the 5,523 subjects, 2,248 

(40.7%) were male, 3,208 (58.1%) were female, and the 

remaining 67 (1.2%) did not respond. In terms of age, 

23.7% of the sample was 25 or under, 50.7% was between the 

ages of 25 and 50, 7.3% of the population was between the 

ages of 51 and 75, .3% were over 75 years of age, and the 

remaining 18% did not respond. The average age of 

respondents in the study was 37.05 years (SD=14.02). 

Because over half of the foodservice workers in the 

restaurant industry are under the age of 25 and women hold 

over sixty percent of the jobs in the industry, over-

representation of women and people under the age of 25 was 

a strategic survey sampling goal of the IOC project. 

The ethnic composition of the final subject pool was 

as follows: 89.6% Caucasian, 6.0% African-American, .7% 

Asian or Pacific Islander, .7% Native American, 1.9% Other, 

and 1.1% did not respond. In addition, 4.3% (235) of the 

sample reported being of Spanish origin, while 91% (5108) 

did not; the remaining 3.2% (180) of the sample did not 

respond. Minorities are under-represented, especially in 
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proportion to the number of minorities in the foodservice 

workforce. Time and cost limitations did not allow for 

additional surveys to be collected. 

The sample represented a wide cross-section of 

economic classes: 12.3% (683) reported having a household 

income under $12,500, 22.1% (1223) were making between 

$12,500 and $24,999, 24.1% (1333) were making between 

$25,000 and $39,999, 22.1% were making between $40,000 and 

$59,999, and 19.1% (1064) were making over $60,000. 

Procedure 

The first part of Phase II of the Industry of Choice 

project included a series of focus groups which involved 

employees from various sectors and job types in the 

foodservice industry. These focus groups, which can be 

viewed as subject matter expert groups, provided the 

qualitative background for the survey which was to be 

developed. 

The survey consisted of 63 items related to employee 

needs and 83 self-descriptive personality and attitudirial 

items and was in paper and pencil format. Other portions 

of the survey asked respondents to give work history 

information, occupational preferences, and to provide self-

report ratings of job satisfaction and job effectiveness. 
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In March of 1996, 10,000 surveys were mailed: 7,500 to 

households which were known to have at least one 

foodservice worker, and an additional 2,500 to a comparison 

group that had been screened for demographic and 

occupational characteristics representative of the 

foodservice labor market. Enclosed with the survey was one 

dollar, which served as an incentive for respondents to 

return the surveys. 

Once the surveys were received, the data were coded 

and entered into a statistical programming package. In 

total, 5,523 useable surveys were returned (55%). These 

included 2,871 current foodservice workers, and 2,652 

former or non-foodservice employees. 

Measures 

The section of the survey that this research focuses 

on is the 83 attitudinal and personality related items, and 

in particular, the 19 items which focus on career 

orientation. In addition, other portions of the survey, 

which asked respondents to give work history information, 

occupational preferences and to provide self-report ratings 

of job satisfaction, intentions to stay in their current 

industry, and intentions to leave their current industry 

were integral to this project. 
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Predictor Measures. At the inception of the IOC project, 

the reason for including the career orientation questions 

was that the experimenters were interested in whether or 

not there was a difference in the career orientation of 

foodservice and non-foodservice workers. Through content 

analysis, it appeared that the career orientation questions 

were tapping into two main factors: career indecision and 

career insight. For the purposes of this research, career 

insight is defined as a career-related self-awareness which 

includes an understanding of the multiple levels of rewards 

associated with one's career. The career indecision and 

career insight questions were pulled from the 19 questions 

which were designed to measure career orientation. 

Exploratory factor analysis showed that the career 

orientation questions did in fact, divide into two 

dimensions. Eight questions were dropped from the initial 

set, as they were not related in a meaningful way to either 

dimension. Six items were found to tap into career 

indecision (see Appendix A) and five questions were found 

to be measuring career insight (see Appendix A). 

The career indecision scale reliability was found to 

have a reliability of .78 (Cronbach's Alpha) while the 
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career insight scale had a reliability of .69 (Cronbach's 

Alpha). 

All of these questions are rated on a 5-point likert-

type scale (l=Strongly Disagree, 2=Somewhat Disagree, 

3=Neither Agree nor Disagree, 4=Somewhat Agree, and 

5=Strongly Agree).' An overall rating of each respondent's 

career indecision was accomplished by calculating the sum 

of the responses to each of the six career indecision 

items. This sum is referred to as the respondent's career 

indecision index. The mean career indecision index is 

13.97, with a standard deviation of 4.93. The same method 

was used in calculating the career insight index for each 

respondent. The mean career insight index is 17.59, with a 

standard deviation of 3.76. 

The inclusion of the career orientation items in the 

survey was purely for exploration purposes. Other 

exploratory scales included in the survey were: locus of 

control, pessimism, work ethic/integrity, energy and 

sociability. 

Criterion Measures. The criterion measures used in the 

study were the respondents' self-report from the survey. 

The criteria under examination were: self-reported job 
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satisfaction, industry leaving intentions, industry staying 

intentions, and self-reported average tenure. 

A job satisfaction index was created by calculating 

the sum of four questions which were designed to measure 

different aspects of job satisfaction. The questions 

measured satisfaction with supervisors, co-workers, the job 

itself, and the career in general. The job satisfaction 

scale has a reliability (Cronbach's Alpha) of .78. The 

range of scores was from 0 to 20, with a mean score of 

14.83 and a standard deviation of 3.76. 

Industry leaving intentions was measured by 

calculating the sum of four questions designed to measure 

the respondents' intentions to leave the current industry 

that they were working in (see Appendix A). The range of 

industry leaving intentions scores were between 0 and 20, 

with a mean of 9.59 and a standard deviation of 4.39. The 

reliability (Cronbach's alpha) of the four-item scale is 

.8334. 

Industry staying intentions was measured by 

calculating the sum of three questions designed to measure 

respondents' intentions to stay in the industry that they 

were currently working in (see Appendix A). The range of 

industry staying intentions scores were between 0 and 15, 
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with a mean of 9.11 and a standard deviation of 3.29. The 

reliability (Cronbach's alpha) of the three-item scale is 

.6986. Subjects responded to the satisfaction questions, 

the industry leaving intentions, and industry staying 

intentions by marking: l=strongly disagree, 2=somewhat 

disagree, 3=neither agree nor disagree, 4=somewhat agree, 

5=strongly agree. 

Two questions were used in order to calculate average 

tenure: How many years have you worked full-time, and How 

many companies have you worked for full-time. The average 

tenure estimate was calculated by dividing the number of 

years worked full-time by the number of companies worked 

for full-time. Estimates of tenure ranged from 0 years to 

30 years, with a mean of 4.618 years and a standard 

deviation of 3.44 years. It is thought the short average 

tenure is related to the fact that the majority of the 

sample is relatively young. 

Validation Design 

The validation strategy generally used for scale 

validation purposes is criterion-related. This involves 

comparing scale scores (predictor) to some measure of work 

performance (i.e. satisfaction, tenure, effectiveness, 

etc.). If the predictor and criterion data are collected 
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at the same time, the design is a concurrent validation. 

If the predictor data are collected before the criterion 

data, the design is a predictive validity study. In both 

the concurrent and predictive validity studies, once both 

sets of the data have been collected, the predictor 

variables are correlated with the criteria variables in 

order to establish relationships. 

The validation design used in this study is a 

variation of the concurrent validity study, as both the 

predictor variables and criterion variables were collected 

at the same time. The utility of the concurrent validation 

design is well-documented (Barrett, Phillips, and 

Alexander, 1981; Cascio, 1987; Schmitt, Gooding, Noe, and 

Kirsch, 1984). It should be noted that the possibility of 

method variance exists since the predictor and criterion 

data were collected from the same instrument. Therefore, 

caution should be taken when interpreting the results of 

the study. 

Data Analysis 

To separate the career indecision items and the career 

insight from the original career orientation scale, both 

content analysis and exploratory factor analysis were used. 
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The format of the responses suggested that the most 

effective way of obtaining a criterion score would be to 

summate the responses, all of which were on a 5-point 

scale. 

To test for a relationship between career indecision 

and career insight, bivariate correlation was used. To 

test for a relationship between career indecision and job 

satisfaction, career indecision and industry leaving 

intentions, career indecision and industry staying 

intentions, and career indecision and average tenure, the 

relationship between predictor and criterion measures was 

examined through use of bivariate correlation. The same 

method was used to test for a relationship between career 

insight and job satisfaction, career insight and industry 

leaving intentions, career insight and industry staying 

intentions, and career insight and tenure. Career 

indecision index scores and career insight scores were used 

as the independent variable, while job satisfaction index, 

industry leaving intentions index, industry staying 

intentions index, and average years of tenure were used as 

the dependent variables. 

Reliability analysis was performed on all criterion 

measures as well as the predictor variables. Descriptive 
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statistics were run for all variables included in the 

s tudy. 



CHAPTER 3 

RESULTS 

All results were obtained through the use of 

Statistical Package for the Social Sciences (SPSS) 7.5. 

The purpose of this study was to examine whether there is a 

relationship between career indecision and career insight, 

and to discover whether adult employee career indecision 

and career insight are related to job satisfaction, 

industry staying intentions, industry leaving intentions, 

and tenure. It is believed that career indecision is a 

multi-dimensional concept and that career insight is a 

component of adult employee career indecision. Goals of 

the analysis were to: a) analyze the construct validity of 

the career indecision items as well as the career insight 

items through principal component analysis, b) analyze the 

criterion validity of the career indecision scale in 

relation to job satisfaction, industry leaving intentions, 

industry staying intentions and tenure, and c) analyze the 

criterion validity of the career insight scale in relation 
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to job satisfaction, industry leaving intentions, industry 

staying intentions and tenure. 

Descriptive Statistics 

Descriptive Statistics for the following scales are 

presented in Table 1: career indecision, career insight, 

job satisfaction, industry staying intentions, and industry 

leaving intentions. Descriptive statistics for average 

tenure and age are also included. 

Table 1 

Descriptive Statistics for All Variables 

VARIABLE N M SD 

PREDICTOR: 

Career Indecision 5458 13.97 4.93 

Career Insight 5523 17.59 3.76 

CRITERION: 

Job Satisfaction 5523 14.83 3.76 

Staying Intentions 5523 9.11 3.29 

Leaving Intentions 5523 9.59 4.39 

Average Tenure (Years) 4593 4.61 3.44 

AGE 5523 37.05 14.02 
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Reliability Analysis 

Reliability analyses (see Appendix B) were performed 

on the career indecision scale (see Appendix B, Table 4) 

and the career insight scale (see Appendix B, Table 5). 

The resulting coefficient alpha values were .78 for the 

six-item career indecision scale, and .69 for the five-item 

career insight scale. Item-total correlations for the 

career indecision scale ranged from .38 (lowest) to .63 

(highest). Item-total correlations for the career insight 

items ranged from .41 (lowest) to .48 (highest). 

Reliability analyses were also performed on the job 

satisfaction scale (see Appendix B, Table 6), the industry 

leaving intentions scale (see Appendix B, Table 7), as well 

the industry staying intentions scale (see Appendix B, 

Table 8). The resulting coefficient alpha values were .78 

for the four-item job satisfaction scale, .83 for the five-

item industry leaving intentions scale, and .69 for the 

three-item industry staying intentions scale. Item-total 

correlations for the job satisfaction scale ranged from .31 

(lowest) to .65 (highest). Item-total correlations for the 

industry leaving intentions ranged from .45 (lowest) to .69 

(highest). Item-total correlations for the staying 

intentions scale ranged from .39 (lowest) to .53 (highest). 
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Construct Validity 

A principal component analysis with varimax rotation 

was performed on the 19 career orientation items. This was 

done to determine if the scale was measuring more than one 

construct. Two components were extracted with Eigenvalues 

above one. Eight items were deleted from the initial set 

as they did not fit either of the two components (i.e. the 

factor loadings were less than .50). The first component, 

which consisted of six items, had an Eigenvalue of 2.896 

and accounted for 26.33 percent of the variance in the 

scale. The second component, which consisted of five 

items, had an Eigenvalue of 1.947 and accounted for 17.70 

percent of the variance in the scale. Cumulatively, these 

factors accounted for 44.03 percent of the variance. It is 

clear that there may be other factors which are accounting 

for the variance within the career orientation items, and 

future research could examine these variables (see Chapter 

4) . 

The scree plot (Appendix C, Figure 1) indicates a 

discrepancy in the percentage of variance accounted for 

between the second and third Eigenvalues, which suggests 

that the original set of 19 career orientation items does 

measure a two-dimensional construct. Analysis of the 
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component loadings indicated that the items correlate 

fairly strongly with their respective components (see 

Appendix C, Table 10). 

Table 2 

Principal Component Analysis - Final Statistics 

Factor Eigenvalue Pet of Variance Cum Pet 

1 2.896 26.329 26.329 

2 1.947 17.704 44.033 

Interpretation of the factors is fairly 

straightforward (see Appendix C). The first factor 

contains six items with a general career indecision 

component. A general term for the factor is the Career 

Indecision Scale. The second factor has five items and is 

related to career-related self-awareness and an 

understanding of the multiple levels of rewards associated 

with one's career. A general term for this second factor is 

the Career Insight Scale. This finding supports Hypothesis 

1, that both insight and indecision are related and 
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contribute meaningfully to the explanation of the variance 

of the career orientation items. However, the correlations 

between the two factors (r=-.14) although significant, is 

weak. 

Criterion Validity 

To evaluate the criterion validity of career 

indecision and career insight scales, correlations were 

computed between each scale and each of the four criterion 

variables used in this study: job satisfaction, average 

tenure, industry leaving intentions, and industry staying 

intentions (see Table 3). Correlations were also computed 

for career indecision and career insight. 

Career Indecision. .Results support Hypothesis 2, that 

career indecision is negatively related to job satisfaction 

(£=-•31), Hypothesis 3, that career indecision would be 

positively related to industry leaving intentions (r=.49), 

Hypothesis 4, that career indecision is negatively related 

to industry staying intentions (r=-.33), and Hypothesis 5 

that career indecision is negatively related to average 

tenure (r=-.19). These correlations were significant at 

the .01 level, indicating that the relationships are not 

likely to be due to sampling error. For exploratory 

purposes, a Pearson correlation, was performed on the career 
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indecision scale and age. Age was found to be negatively-

correlated with career indecision, indicating that in 

general (r=-.17, p<.01), younger people experience more 

career indecision than older people. 

Table 3 

Correlations Between Predictor Measures and Criterion 

Measures 

CAREIND INSIGHT JOBSAT AVGTEN LEAVE STAY AGE 

CAREIND -

INSIGHT -.14** -

JOBSAT -.31** .41** -

AVGTEN -.19 * * .04* .05** -

LEAVE .49** . 06** -.42** -.19** 

STAY -.33** .29** .60** .14** -.54** 

AGE -.17** . 12** .17** .63** -.24** .24** 

Note. N > 5500. CAREIND = Career Indecision Index; INSIGHT 

= Career Insight Index; JOBSAT = Job Satisfaction Index; 

AVGTEN = Average Tenure; LEAVE = Industry Leaving 

Intentions; STAY' = Industry Staying Intentions; AGE = 

Respondent's Age. 
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* indicates correlation is significant at .05 level. 

** indicates correlation is significant at .01 level. 

Results of correlational analyses using the career 

insight scale indicate that the career indecision scale and 

career insight scale are weakly and negatively related (r=-

.14, pc.Ol). Thus, respondents who were experiencing 

higher levels of career indecision, also had lower levels 

of career insight. 

Career Insight. Results also support Hypothesis 2, that 

career insight is positively related to job satisfaction 

(r=.41, £<.01) and Hypothesis 4, that career insight is 

positively related to industry staying intentions (r=.29, 

£<.01). Weak, but significant correlations were also found 

between career insight and both industry leaving intentions 

(r=.06, gc.Ol) and tenure {r=.04, £<.01). These 

correlations are likely significant due to the large sample 

size (N=5563), therefore reflecting a mild association.. 

Therefore, both Hypothesis 3 and Hypothesis 5 were not 

supported. For exploratory purposes, Pearson correlation 

was performed on career insight and age. Results show that 

there is a rather weak, but significant positive 

relationship between career insight and age (r=.12, gc.01), 
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indicating that older people have relatively higher levels 

of career insight than younger people. 

Exploratory Analysis 

Because a majority of the main hypotheses were 

supported, further analyses were performed to see whether 

the two predictor variables could be combined to form a 

more powerful two factor model. Multiple regression was 

used to examine whether career indecision and career 

insight could be combined to form an effective two-

dimensional model predicting average job tenure, industry 

leaving intentions, industry staying intentions, and job 

satisfaction (see Appendix D). Because age was found to be 

significantly related to both career indecision and career 

insight, all multiple regression equations were controlled 

for age by using age as a covariate in the equations. 

First, a multiple regression was run with both the 

career indecision scale and the career insight scale as 

independent variables, and average job tenure as the 

dependent variable (see Appendix D, Table 11). Results 

demonstrated that a linear combination of career indecision 

and career insight significantly predicted average tenure 

over and above the influence of age (F(2, 4484) = 15.791, 

£<.001). These variables together accounted for a small, 
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but statistically significant proportion of variance in 

average tenure above that accounted for by age (AR^ = 

.004). Not suprisingly, age demonstrated a much more 

powerful relationship with average tenure (R^ = .424). 

When a multiple regression equation was calculated for 

predicting current industry leaving intentions, career 

indecision and career insight proved to be stronger 

predictors (see Appendix D, Table 12). Results 

demonstrated that a linear combination of career indecision 

and career insight significantly predicted industry leaving 

intentions over and above the influence of age (F(2, 5421) 

= 744.520, £<.001). These variables together accounted for 

a moderate and significant proportion of variance in 

industry leaving intentions above that accounted for by age 

(AR = .199). Age alone demonstrated a less powerful 

relationship with industry leaving intentions (R2 = .077). 

Results from a third regression analysis demonstrated that 

a linear combination of career indecision and career 

insight could also significantly predict industry staying 

intentions (see Appendix D, Table 13) above and beyond the 

influence of age (Ê (2, 5421) ==315 . 640, p<.001) . The career 

indecision scale and career insight scale together 
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accounted for a moderately small but statistically 

significant proportion of the variance in industry staying 

intentions above that accounted for by age (AR2 = .099). 

Age alone demonstrated a less powerful relationship with 

industry staying intentions { = .050). 

Finally, a linear combination of career indecision and 

career insight significantly predicted self-reported job 

satisfaction (see Appendix D, Table 14) over and above the 

influence of age (F(2, 5421) = 397.508, £<.001). The 

career indecision scale and the career insight scale 

together accounted for a moderate and significant 

proportion of variance in job satisfaction above that 

accounted for by age (AR2 = .125). Age alone demonstrated 

a much less powerful relationship with self-reported job 

satisfaction (R2 = .019). 



CHAPTER 4 

DISCUSSION 

The primary purpose of this study was to examine 

career indecision and the job-related variables that are 

related to indecision. The first hypothesis stated that 

career insight is a factor that is negatively related to 

career indecision. Results of the correlational analysis 

indicate that there is a significant, but small, negative 

correlation between the two factors. 

The second hypothesis stated that career indecision 

and career insight are related to self-reported job 

satisfaction. Correlational analysis replicated the 

findings of Callanan and Greenhouse (1990) that career 

indecision and job satisfaction are negatively related. 

This suggests that employees who are undecided about their 

future career path are more likely to be dissatisfied with 

their current job. In addition, it was hypothesized that 

career insight and job satisfaction would be positively 

related. Correlational analysis supported this hypothesis; 

there is a strong positive correlation between career 
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insight and job satisfaction. This finding suggests that 

employees who have a higher level of career-related self-

awareness a more developed understanding of the multiple 

levels of rewards associated with their career are more 

likely to be satisfied with their job. 

The third hypothesis stated that career indecision and 

career insight are related to industry leaving intentions. 

Correlational analysis supported the hypothesis that career 

indecision is positively related to industry leaving 

intentions. There is a very strong and positive 

relationship between the two variables. This indicates 

that employees who are unsure about their future career 

plans are more likely to leave their current industry. 

Correlational analysis did not support the hypothesis that 

career insight would be negatively related to industry 

leaving intentions. In fact, results indicate that there 

is a very weak (but significant), positive relationship 

between career insight and industry leaving intentions. As 

stated previously, this correlation is likely significant 

due to the large sample size. 

Correlational analysis supported both the hypotheses 

that career indecision is negatively related to industry 

staying intentions and that career insight is positively 
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related to industry staying intentions. This finding 

follows common sense: employees who are undecided about 

their future career path are less likely to stay in their 

current industry, while employees who are more aware about 

their career and understand the rewards associated with 

their career path are more likely to stay in their current 

industry. 

The last hypothesis stated that career indecision 

would be negatively related to average tenure, and career 

insight would be positively related to average tenure. 

While correlational analyses did support both the 

hypotheses, the relationship between career insight and 

tenure was not very powerful. Again, it is likely that the 

reason this correlation was significant was due to the 

large sample size. Results from these analyses indicate 

that employees who are more undecided about their future 

career path are more likely to move from one job to another 

in a shorter period of time. 

Practical Applications of the Career Indecision-Career 

Insight Model 

To test the utility of the two-dimensional career 

indecision and career insight model, multiple regression 

equations were developed to predict average job tenure, 
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industry leaving intentions, industry staying intentions, 

and self-reported job satisfaction. Results suggested that 

a model consisting of career indecision and career insight 

was able to predict average tenure, industry leaving 

intentions, industry staying intentions, and job 

satisfaction. The model was satisfactory at predicting 

industry leaving intentions and job satisfaction. However, 

the relationships between the model and both industry 

staying intentions and average job tenure was quite small. 

The psychometric properties of the career indecision scale 

as well as the career insight scale suggest that the 

findings of this research may have practical applications. 

For example, Employment Assistance Programs and college 

career counseling programs could use the career indecision 

scale and the career insight scale as a diagnostic 

assessment tool. Respondents who score high on the career 

indecision scale or low on the career insight scale could 

be assisted by various informational and educational 

programs. These interventions could potentially assist 

both organizations and employees: organizations could have 

lower turnover, and employees could experience higher 

levels of job satisfaction. In addition, if additional 

items were added to both scales and the reliability of both 
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of the scales increased, the career indecision and career 

insight model could possibly be used in selection studies. 

Limitations 

One of the main limitations of this study is that 

because both the predictor and criterion data are from the 

same tool, method variance could potentially be an issue. 

Because all of the data is from one source, caution should 

be taken when interpreting the findings of this study. In 

addition, the reliability of both scales is somewhat low 

(career insight scale = .69, career indecision scale = 

.78). Adding items will be necessary for better 

reliability if the scales were ever to be used for 

selection studies. 

Finally, although many of the findings in this study 

are statistically significant, many of the correlation 

magnitudes are not as large as we would wish them to be. 

As mentioned previously, the design of this study may 

disguise potential mediating variables that when attended 

to may demonstrate larger effect sizes. 

Future Research 

Future studies could use the career indecision and 

career insight concept on more homogeneous samples in order 

to eliminate any mediating variables. In addition, it 
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appears that much of the research in the area of career 

indecision and career orientation focuses on high school 

and adult populations. Future studies should aim to 

examine adult career indecision and examine what factors 

lead adults to be dissatisfied in a certain industry or 

career. This study identified career insight as a factor 

that is related to career indecision as well as job 

attitudes. Future studies should add items to the career 

insight scale and test to see whether the scale is valid. 

Additional items would improve the reliability of the 

scale, and hopefully add to the validity of the concept of 

career insight. The preliminary findings represented by 

the present study indicate that career insight is a 

potentially valuable concept in the measurement and 

understanding of career indecision. 

Today's world of employment is competitive for the 

employee as well as the employer: there are many qualified 

applicants looking for the best jobs they can find. Since 

adults are the clear majority of employees in the work 

force, it makes sense that researchers should examine the 

career indecision and insight of adults more extensively. 
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CAREER INDECISISION SCALE ITEMS 

1. It bothers me that I don't have any specific career 

plans. 

2. I often think about what I want to do, but I really 

haven't chosen a career yet. 

3. There are so many different occupations that I have not 

been able to choose a career to pursue. 

4. If someone would tell me which occupation to enter, I 

would feel much better. 

5. I'm pretty sure I know what I want to do with my life 

and am actively going after my goals. (Reversed scoring) 

6. As far as choosing an occupation is concerned, 

something will come along sooner or later. 

RESPONSE SET: 

1= Strongly Disagree 

2- Somewhat Disagree 

3= Neither Agree Nor Disagree 

4= Somewhat Agree 
\ 

5= Strongly Agree 
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CAREER INSIGHT SCALE ITEMS 

1. It is more important for me to feel good about what I 

do than to make money. 

2. For me, the best jobs allow you to accomplish something 

important. 

3. To feel good about my work, I need a job in which I help 

people. 

4. Everybody needs money, but there are other rewards to 

working. 

5. The opportunity to affect people is very important to me 

RESPONSE SET: 

1= Strongly Disagree 

2= Somewhat Disagree 

3= Neither Agree Nor Disagree 

4= Somewhat Agree 

5= Strongly Agree 
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JOB SATISFACTION SCALE ITEMS 

1. I really like my job. 

2. All things considered, my job is fun, 

3. My line of work agrees with me. 

4. I'm lucky to have a good boss. 

RESPONSE SET: 

1= Strongly Disagree 

2= Somewhat Disagree 

3= Neither Agree Nor Disagree 

4= Somewhat Agree 

5= Strongly Agree 



46 

INDUSTRY LEAVING INTENTIONS SCALE ITEMS 

1. I can't wait to get out of the type of business I'm in 

now. 

2. I would be very unhappy if I had to spend my entire 

career working in the industry I'm in now. 

3. If I was offered another job in a different industry, I 

would leave my current industry forever. 

4. I plan to get out of my present occupation as quickly 

as I can. 

RESPONSE SET: 

1= Strongly Disagree 

2= Somewhat Disagree 

3= Neither Agree Nor Disagree 

4= Somewhat Agree 

5= Strongly Agree 
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INDUSTRY STAYING INTENTIONS SCALE ITEMS 

1. I plan to spend my career in my present line of work. 

2. I would recommend a career in my industry to my friends 

and family. 

3. Five years from now, I intend to be working in the same 

industry, but at a higher level. 

RESPONSE SET: 

1= Strongly Disagree. 

2= Somewhat Disagree 

3= Neither Agree Nor Disagree 

4= Somewhat Agree 

5= Strongly Agree 
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Table 4 

Item-Total Correlation Matrix for Career Indecision Scale 

INDEC_1 INDEC_2 INDEC_3 INDEC_4 INDEC_5 INDEC_6 

INDEC_1 -

INDEC_2 .30 -

INDEC_3 .31 .48 -

INDEC_4 .31 .38 .37 -

INDEC_5 .29 .52 .52 .40 

INDEC_6 .20 .45 .33 .28 .44 

Note. Cronbach 's Alpha = .7833 
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Table 5 

Item-Total Correlation Matrix for Career Insight Scale 

INSIGH_1 INSIGH_2 INSIGH_3 INSIGH_4 INSIGH_5 

INSIGH_1 -

INSIGH_2 .37 -

INSIGH_3 .38 .34 -

INSIGH_4 .30 .30 .27 

INSIGH_5 .25 .31 .31 .28 

Note. Cronbach's Alpha = .6913 
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Table 6 

Item-Total Correlation Matrix for Job Satisfaction Scale 

JOBSAT_l JOBSAT_ _2 JOBSAT 3 JOBSAT_4 

JOBSAT__l -

JOBSAT_2 .59 -

JOBSAT_3 . 65 .48 

JOBSAT_4 .41 .42 .31 

Note. Cronbach's Alpha = .7807 
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Table 7 

Intentions Scale 

LEAVE_1 LEAVE_2 LEAVE_3 LEAVE_4 

LEAVE_1 -

LEAVE_2 .53 -

LEAVE_3 . 61 .45 -

LEAVE_4 . 69 .53 .55 — 

Note. Cronbach's Alpha = .8334 
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Table 8 

Item-Total Correlation Matrix of Industry Staying 

Intentions Scale 

STAY 1 STAY 2 STAY 3 

STAY_1 

STAY_2 .39 

STAY 3. .53 .39 

Note. Cronbach's Alpha = .698 6 
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Figure 1. 

Scree Plot of Career Orientation Items. 

S c r e e P l o t 

LLJ 0 . 0 

Component Number 
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Career Orientation Scale Item Inter-Correlations 
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INDEC 1 INDEC 2 INDEC 3 INDEC 4 INDEC 5 

INDEC_1 

INDEC_2 

INDEC_3 

INDEC_4 

INDEC_5 

INDEC_6 

INSIGH_1 

INSIGH_2 

INSIGH_3 

INSIGH_4 

INSIGH 5 

.30 

.31 

.31 

.29 

.20 

-.03 

-.02 

-.06 

.04 

-.03 

48 

38 

.53 

.45 

,08 

.05 

,09 

.01 

.08 

.37 

.52 

.33 

-.07 

-.03 

-.09 

.01 

-.05 

40 

. 2 8 

,08 

,03 

,12 

,06 

.03 

.44 

-.10 

-.02 

-.08 

.03 

-.05 

(table continues) 
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INDEC 6 INSIGH 1 INSIGH_2 INSIGH_3 INSIGH_4 

INDEC_1 

INDEC_2 

INDEC_3 

INDEC_4 

INDEC_5 

INDEC_6 

INSIGH_1 

INSIGH_2 

INSIGH_3 

INSIGH_4 

INSIGH 5 

-.18 

-.15 

-.17 

-.10 

- . 2 0 

28 

29 

23 

17 

. 2 1 

.22 

. 2 2 

17 

20 20 

(table continues) 
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INSIGH 5 

INDEC_1 

INDEC_2 

INDEC_3 

INDEC_4 

INDEC_5 

INDEC_6 

INSIGH_1 

INSIGH_2 

INSIGH_3 

INSIGH_4 

INSIGH 5 

Note. Correlations are rounded to two places 
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Rotated Component Matrix 
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Component 

1 2 

INDEC_5 .786 -3.07E-02 

INDEC_2 .766 -6.67E-02 

INDEC_3 .743 -9.95E.03 

INDEC_4 . 656 -3.49E.03 

INDEC_6 .609 -.312 

INDEC_1 .549 3.85E-02 

INSIGH_1 -8.22E-02 . 654 

INSIGH_2 -3.54E-03 .636 

INSIGH_4 9.959E-02 .594 

INSIGH_3 -.122 .587 

INSIGH_5 -6.09E02 .561 

Note. Extraction Method: Principal Component Analysis 

Rotation Method: Varimax. 
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Table 11 

Regression Model Predicting Tenure Employing Career 

Indecision and Career Insight as Predictors and Age as a 

Covariate 

B Beta Sig T 

AGE .168 

CAREIND -4.43E-02 

INSIGHT 7.83E-03 

. 638 

-.063 

.007 

55.410 

-5.451 

. 649 

<.001 

<.001 

.517 

Mult R - .654 

.2 R 428 

Adj R = .428 

R Change F Change Sig F Change 

AGE 424 

CAREIND AND INSIGHT .004 

3303.317 

15.791 

<.001 

<.001 
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Table 12 

Regression Model Predicting Industry Leaving Intentions 

Employing Career Indecision and Career Insight as 

Predictors and Age as a Covariate 

B Beta Sig T 

AGE •6.28E-02 

CAREIND -4.87E-03 

INSIGHT .394 

-.200 

-.004 

.452 

-17.074 

-.313 

38.210 

< . 0 0 1 

.754 

<.001 

Mult R = .525 

R^ = .276 

Adj R = .27 6 

R Change F Change Sig F Change 

AGE .077 

CAREIND AND INSIGHT .199 

454.114 

744.520 

< . 0 0 1 

<.001 
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Table 13 

Regression Model Predicting Industry Staying Intentions 

Employing Career Indecision and Career Insight as 

Predictors and Age as a Covariate 

B Beta Sig T 

AGE 3.83E-02 

CAREIND 9.87E-02 

INSIGHT -.185 

. 166 

.101 

•.290 

13.046 

7.968 

-22.572 

< . 0 0 1 

< . 0 0 1 

< . 0 0 1 

Mult R = .38 6 

149 

Adj R2 = .14 8 

R Change F Change Sig F Change 

AGE 050 

CAREIND AND INSIGHT .099 

283.458 

315.640 

<.001 

<.001 



64 

Table 14 

Regression Model Predicting Job Satisfaction Employing 

Career Indecision and Career Insight as Predictors and Age 

as a Covariate 

B Beta Sig T 

AGE 

CAREIND 

1.97E-02 

.217 

INSIGHT -.186 

079 

,205 

.268 

6.179 

1 6 . 1 0 6 

-20.822 

< . 0 0 1 

< . 0 0 1 

< . 0 0 1 

Mult R = .381 

R 145 

Adj R = .144 

R Change F Change Sig F Change 

AGE .019 

CAREIND AND INSIGHT .125 

107.435 

397.508 

< . 0 0 1 

< . 0 0 1 
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