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ABSTRACT 

The 21" century world of work demonstrates an entirely new way of looking at 

careers. The worker of today cannot rely on a career path with the same employer until 

retirement as in the past. Continued skill training, the ability to stay flexible in times of 

downsizing and outsourcing, planning for change, and continually adapting career 

management beliefs to economic trends is ofutmost importance. 

The purpose of this study is to determine the relationships between personal 

career management beliefs of working adults and their personal demographics. Data was 

collected from a health care facility in northwest Wisconsin which employs 

approximately 130 people using a survey designed by this researcher. Twenty-two 

people (17%) of this population completed a survey foh r this study which was available 

for one week. 
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The results show that there was little statistical significance between career 

management beliefs of working adults by their demographic data. Only three of the 

questions run with crosstabs showed statistical significance. However, many of the 

results show common themes. 
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Chapter I: Introduction 

Adults undergo numerous transitions in their lives and in their careers due to new 

interests, job changes, downsizing, lay-offs, new job descriptions and family changes. 

With the emergence of the technological revolution in the 21 st century, the world of work 

has changed dramatically. In this era of re-training and new job creation, personal career 

development is of the utmost importance. In the past, a person could get training, find a 

job, and plan to be employed with the same employer until retirement. Today, this is no 

longer the case with improved business systems, outsourcing, and rapidly increasing 

technology. American workers with old skill sets are becoming expendable. "In today's 

job market, you need to be the best qualified and best prepared to meet the expectations 

of employers" (Wisconsin Indianhead Technical College [WITC], 2008-2009, p. 2) 

Career management beliefs of adults have significant implications for satisfaction 

in their occupational and personal lives. The workplace requires workers to make career 

decisions that necessitate further training and skill development (MnCareers, 2007). In 

today's rapidly changing world of work. there are no employment guarantees. Today's 

workers would benefit by becoming managers of their own careers and being able to 

maintain their adaptability and flexibility. According to Jarvis (2003a) of the National 

Life/Work Centre in Ottawa, Canada 

The new career management paradigm is not so much about making the right 

occupational choice as it is about equipping people with the skills to make the 

myriad of choices necessary throughout their lives to become healthy, self-reliant 

citizens able to cope with constant changing labor market and maintain balance 

between life and work roles. (p. 4) 
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The new workforce of the 21 51 century needs to continually learn new skills and 

update the old ones. United States Labor Secretary Elaine 1. Chao (2001) purported, "To 

succeed in the 21 51 century, our Nation must be prepared to adapt to changes in our 

economy" (p. 1). This statement in the 21 51 Century Workforce Initiative was her first 

major policy address on this position. The primary mission of this initiative was to make 

sure that all American workers are able to obtain the skills necessary to have success in 

their careers as they adjust to the changes in the new global economy. "These changes 

include a fundamental transformation for all industries and increasingly require higher 

skill sets and higher education" (p. I). 

Many adults go through their entire working lives without making fully 

intentional, fully informed career choices. Jarvis (2003b) stated that 65% of working 

adults think they are in the wrong job, 70% are not fully engaged, and 5I % are thinking 

about changing jobs. As more Americans fine-tune their career management skills, more 

will find work they enjoy and construct great careers and lives for themselves. Jarvis 

(2003a) indicated the following: 

The object is to find work that one loves, in the process of constructing a great 

career and life, over and over again. People thrive by focusing on who they really 

are - and connecting to or creating work that they truly love. When that happens, 

they are more creative, more productive and healthier. (p. 4) 

The challenges of the 21 Sl century world of work lie in people being able to adapt, 

accelerate, innovate, learn, and transform themselves to fit the world's constantly 

changing conditions (WITC, 2007). Furthermore, Baylor University (2008) reported that 
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You are your own best educator and learner. Never forget that we live in a 

fast-moving world in which only three things are certain: (I) rapid change, (2) 

continuing knowledge explosion, and (3) increasingly complex relationships that 

are even more difficult to maintain. To cope, let alone achieve in this 

environment, everyone faces the possibility of becoming "obsolete" if they don't 

keep learning. (n. p.) 

Typical American workers will spend over 86,000 hours in the job market. It is 

well worth the time and effort to discover individual strengths, natural abilities, and 

interests for the career journey, as there is no longer one lifelong career for most workers 

(Jarvis, 2003b). The new career management paradigm recognizes that career 

development is a life-long process of skill acquisition and building through a continuum 

of learning, development, and mastery. This career management process enables people 

to be in charge of their own career with enough focus and direction for stability and 

enough flexibility and adaptability for change along the way. Career management equips 

people to make good choices throughout their lives. 

Career choice is the culmination of a series of decisions. Decisions about what 

values are important, what tasks and activities an individual finds interesting, to 

what level one is willing to aspire, and how work roles will interact with non

work roles, as well as what information to seek and how to seek it, all are 

important aspects of the decision-making process. (Emmerling & Chernis, 2003, 

p. 154) 

Emmerling and Chernis also discussed how greater insight into emotional concerns 

relates to greater insight into career-related interests (2003). 
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Naylor (I 988b) suggested that this technological revolution is not only changing 

the workplace and occupations, but is also altering the way in which career information is 

acquired and career guidance is practiced. In addition, she discussed the following: 

Ideas for shaping the future of career education to systematic career/life planning 

programs in schools and colleges, with increased emphasis on the linkage 

between work, family, education and leisure, reaffirmation of human potential, 

more emphasis on entrepreneurship, and better training in planning and 

management of change. (Naylor, 1988b, p. 3) 

In her thesis, Schmidt (200 I), asserted the importance of career planning in her 

statement: 

In spite of the significance that career choice plays within an individual's life, 

the phenomena we call "choice" could not happen if not for the methodical, 

dynamic process of planning and exploration. Career planning exists along a 

continuum, and it is not a lineal process that a single interest inventory can solve. 

(Schmidt, 200 I, p. 8) 

It is important that working adults do not limit themselves to only those careers 

available. Today and throughout the next decades, new careers will be developed from 

the creation of new innovations and new technologies. 

There have been multiple career theories over the past 100 years in America. Each 

has evolved throughout the stages of economic trends. The studies that have analyzed the 

relationship of career beliefs, career decision-making, career self-efficacy, and career 

concerns through inventories and assessment of high school and college students have all 

been undertaken in educational settings. However, limited research analyzing the career 
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management beliefs to the demographics of working adults has been conducted (Prideaux 

& Creed, 2001). 

Career development professionals, human resource professionals, counselors and 

employers would benefit adults in the 21 sl century by asking the following questions: 

Who are you now, and what do you love to do? What are your special talents and 

skills? What types of environments and work roles have special appeal to you? 

What types of organizations need what you can offer? What innovative work 

arrangements will suit you and potential employers? (Jarvis, 2003a, p. 4). 

Adults need to explore their talents, interests, and their understanding of the forces that 

continue to shape the job market, the economy, and the world to develop a strong 

personal career belief system. 

Statement ofthe Problem 

The majority of studies involving career beliefs and career decision-making 

assessments and inventories have been used exclusively with students in educational 

settings: middlelhigh school students and post-secondary students in college. With the 

innumerable changes in careers for the American population, limited research has been 

performed that analyzes the career management beliefs to the demographics of working 

adults. Career practitioners and employers will benefit from this study by understanding 

the concerns of working adults and developing opportunities for them. Lifelong learning 

is a necessity in this age of technology and is a strategic way of coping with the 

knowledge explosion, rapid change, and complex relationships. 
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Purpose ofthe Study 

The purpose ofthis study is to investigate personal career management beliefs 

that influence career development to five demographics of working adults in a health care 

facility in Bayfield County, Wisconsin. This research studied working adults by age, 

marital status, length of employment, level of education and gender to see if there was a 

correlation with their career management beliefs. Findings and recommendations will 

benefit career guidance professionals, administrative staff, secondary/ post-secondary 

institution professionals, and employers by understanding career management beliefs of 

employed adults. 

This researcher will develop a survey and data will be collected from employees 

at the Northern Lights Health Care Center in Washburn, Wisconsin during the summer of 

2008. 

Research Questions 

The following research question will guide this study by asking if relationships 

exist between personal career management beliefs and demographic data and the extent 

of those relationships: 

1.	 Is there a correlation between career management beliefs and education level? 

2.	 What is the difference in personal career beliefs within different age brackets? 

3.	 Is there a correlation between age and career beliefs? 

4.	 What is the relationship between marital status and personal career beliefs? 

5.	 Could there be a correlation between personal career management beliefs and 

length of employment? 
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Rationale for the Study 

Because studies analyzing the career management beliefs by demographic 

variables in working adults are limited, this study incorporated the following rationale. 

I.	 Career development theories have evolved over the past 100 years from using 

rational, non-emotional career making decisions, to incorporating holistic 

methods that take the whole person into consideration. Research exists 

regarding the importance of career beliefs in career planning; however, the 

relationship between personal career management beliefs and demographic 

variables of working adults has limited research. In this new era of advanced 

technological systems, career management that is planned along with life 

goals fits with today's societal culture of being prepared for the future in life 

and in work. 

2.	 The 21 st century world of work is a completely new and different paradigm. 

Working adults are no longer guaranteed one job until retirement. There are 

numerous job changes due to global and economic conditions. 

3.	 This study will investigate how working adults in northwestern Wisconsin 

have incorporated this new career paradigm into their career management 

beliefs by demographic variables. 

Limitations ofthe Study 

The following are anticipated limitations of the study: 

1.	 Participants may feel a need to answer the questions in favor ofNorthern 

Lights Health Care Center. 
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2.	 Participants in this study may not be representative of all of Northwest 

Wisconsin. This study is being conducted in a small area in Bayfield County, 

and generalized to areas in Wisconsin. 

3.	 Time may be a limitation since the survey will be answered during the staffs 

working hours. 

4.	 Some participants may consider this unimportant and not return the survey. 

5.	 This researcher will be developing the questionnaire, which will include 

questions of importance to the researcher. It will not be tested for reliability 

or validity. 

6.	 This research will not create change for this health care facility or its 

employees. It will be a resource for educational purposes only. 

Definition ofTerms 

The following are the terms used throughout this study: 

Adult Career Concerns Inventory (ACCI): Measurement of career adaptability 

with an assessment of attitudes of adults in their career decision-making (Super, 

Thompson, & Lindeman, 1988). 

Career Belieft: Assumptions and generalizations an individual hOlds about the 

self and the world of work, which affect one's career decision-making and career 

development (Krumboltz, 1994). 

Career Beliefs Inventory (CBI): "An instrument that identifies beliefs and 

assumptions that may limit their career options" (Krumboltz, 1994, p. 3). 

Career Development: "The total constellation ofpsychological, sociological, 

educational, physical, economic, and chance factors that combine to influence the nature 
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and significance of work in the total lifespan of any given individual" (Maddy-Berstein, 

2000, p. 2). 

Career Development Inventory (CDI): Assessment of readiness of adolescents 

and young adults to make career decisions. It measures attitudes and knowledge 

associated with progress and satisfaction in occupational careers. This inventory was 

developed by Super et al (1981). 

Career Management: A lifelong process of investigating career goals with 

personal development to align them in adapting to the changing demands of the current 

world of work. Career management includes gathering information and making plans for 

personal career decision-making and career problem solving (Kossek et aI., 1988). 

Career Maturity: Level that indicates individuals' mature responses and beliefs 

to the career circumstances of their environment in a positive and forward thinking 

manner. 

Lifelong Learning: Credit and non-credit learning to enhance current work skills, 

learn new skills, earn a certificate or degree, or personal enjoyment (WITC, 2007). 

Paradigm: Change in habitual thinking, example - thinking outside the box. 

Paradigm shift: Changes in the way individuals and society perceive reality 

(Handa, 1986). 

Wisconsin Indianhead Technical College: A multiple campus college with four 

locations: New Richmond, Superior, Rice Lake, and Ashland. The Wisconsin Indianhead 

District began in 1911. The college currently consists of eleven counties in Northwest 

Wisconsin (WITC, 2008, p. 2). 
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Methodology 

This research will be a correlational study to examine the extent of the personal 

career management beliefs to the demographic data of working adults at the Northern 

Lights Health Care Center in Washburn, Wisconsin. This study will determine career 

management beliefs between such variables as age, gender, marital status, length of 

employment and educational attainment. A survey designed by this researcher will be 

distributed to these employees during the summer of 2008. The participants will be asked 

to rate their level of personal career management beliefs for their future career plans 

through yes/no questions and 4-point Likert scale questions. 
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Chapter II: Literature Review 

Introduction 

A discussion of topics of research for this thesis will be included in this chapter. 

First, a brief history of career theories will be discussed. This history is of value to the 

reader to give a background of the evolution of career guidance. Americans historically 

work for 40 years of their lives until retirement; this would be approximately 86,000 full 

time hours of employment. Because the years spent in the workforce are the best years of 

people's lives, the best hours of their lives, and where they spend the majority of their 

time, a general knowledge of career development is beneficial. Several career theories 

will be reviewed and discussed relating to this study of the career management beliefs of 

working adults. Secondly, the focus will be on career theories for the 21 st century world 

of work and what workers will need to develop in their personal and career life in order 

to manage future change. Information about the Northern Lights Health Care Center 

where the survey will take place will then be discussed. 

History o/Career Development 

A multitude of career theories have been developed by scholars over the past 100 

years. This review will briefly touch on four theories that are related to this study: 

Parsons' Theory of Vocational Guidance; Supers' Life-Space, Life-Span Theory; 

Holland's Theory of Vocational Identity; and Krumboltz's Career Beliefs. It is valuable 

to follow the evolution of career theories from rational and non-personal career planning 

to creating a holistic view of career and life as a whole. 

Studying adults in career development is a relatively new field (Raphael, 2007). 

This author added that the most changes for adult career planning have been in the last 
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30-40 years, due to the uncertainties of economic and technological advances. Raphael 

believed that "a radical change in the theoretical conceptions of guidance took place in 

the 1950s with the emergence of theories on lifespan career development" (p. 78). 

In 1908 Frank Parsons built the foundation for the first Vocational Bureau in the 

nation with his initial research into career development. The statement of purpose of the 

Vocational Bureau, according to Zytowksi (200 I) was, 'To aid young people in choosing 

an occupation, to prepare themselves for it, find an opening in the chosen field, and build 

up a career of efficiency and success" (p. 61). 

By 1909 Parsons had developed the theory of vocational guidance based on 

rational thought. Parsons articulated the principles and methods for vocational 

counseling. His theory began the division of apprenticeships and short-term training from 

higher education. Parsons developed a three-tier method of career guidance: I) 

understanding of self, 2) knowledge of the world of work, and 3) making a career 

decision through assessing a client's interests and aptitudes as well as their readiness for 

wise decision making (cited in Zytowski, 2001). 

In the 1950's, Donald Super developed the life-space, life-span theory. Super 

believed that self-development was as important as career-development. This broader 

theory of career counseling focused more on the individual's life and included career 

education. Super looked at the process of career development across the lifespan with 

multiple life roles. Thus, career counseling and education evolved from a heavy reliance 

on rational decisions to additional emphasis on personal and life decisions. Super is 

viewed as one of the most important theorists of the 20th century. Super stated that 

finding a fit between individual interests and careers and combining them with the 
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various life stages that people go through created a fresh view of career theory. Super 

(cited in Kossek et aI., 1998) believed that career patterns throughout our lifespan were 

cycled over and over. "Career maturity" (p. 2) was the phrase that Super developed 

which means that our career decision-making skills evolve over our lifespan. Super 

developed the Career Development Inventory (CDI), which measures the readiness of 

young adults to make decisions about occupations for use in the assessment of high 

school students and students of higher education. Super then developed the Adult Career 

Concerns Inventory (ACCI), which assessed the attitudes of adults in their career 

decision making (Super et aI., 1988). Hence, Parsons looked at career education as 

separate from a person's life by only concentrating on choosing, preparing and finding an 

occupation, while Super further developed his idea that personal life development 

operates concurrently with career development. 

Career counselors and educators have found the above mentioned inventories to 

be beneficial tools for individual career planning and for assessing the career 

development needs of students (Super et aI., 1988). The Adult Career Concerns inventory 

is a counseling tool that can be used to assess adults and older adolescents in their 

exploration of their own career choices and development. 

John Holland followed with his theory of vocational personalities and work 

environments, which is based on vocational choice that incorporates an individual's 

personal belief about careers, personal strengths and values, and work characteristics 

(cited in Vernick, 2002). Holland suggested that there are matches between personality 

traits and occupations that lead to increased worker satisfaction; that people with 

common interests and abilities tend to engage in similar types of work. Additionally, 
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Holland believed that as more time is spent in the workforce, workers' personal 

knowledge is increased (Holland, 1994). More recently, The Self-Directed Search (SDS) 

was developed by John Holland in 1994, and is used widely in high schools and colleges 

throughout the country (Vernick, 2002). Holland drew upon the theories of Parsons and 

Super and furthered the knowledge base of career/life development with his use of 

personality with occupations. 

In the 1980' s, additional research began which studied the career trends of the 

new era of technology and how these new trends and changing family patterns would 

effect the workplace, occupations, and society (Hansen, 1987). According to Michele 

Naylor, "the 'humanizing' of the workplace implies that career education must continue 

to emphasize the individual needs of workers. Career evolution is looking at work as one 

among many possible sources of life satisfaction" (Naylor, 1988a, p. 1). 

Krumboltz was interested in discovering the measure of career beliefs of 

individuals. He believed that people had many career beliefs which were neither good 

nor bad. He developed the Career Beliefs Inventory (CBI) for general use by counselors 

for uncovering awareness of career beliefs of individuals. A variety of ages and 

backgrounds of people were included in CBI studies, including high school and college 

students, and working adults. "People's beliefs about themselves and the world of work 

influence their approach to learning new skills and ultimately affect their aspirations and 

actions" (Mitchell & Krumboltz, 1996, p. 243). Krumboltz theory looks for why people 

hold their career beliefs and how people make career decisions based on what they 

believe about the world of work and their view of themselves. 
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21" Century World ofWork 

What do you want to be when you grow up? This old-fashioned question has new 

relevance in the global, skills-focused workplace of the 21 st century. Adults in the 

workplace hear it, college students hear it, and high school students hear it: 

Americans need a good education. and good skills, if they want a good job in "the 

new economy." (Donahue, 2006, p. 17) 

In the 21 st century world of work there are new trends in career development for 

all of American workers. People need to be able to define who they are and what they 

excel at in terms of academics, ability and interests, and research occupations that will fit 

them. At the same time, educational training is absolutely critical in this technological 

age. Workers need to be lifelong learners prepared for the changing global economy 

David Terkanian, a Bureau of Labor Statistics economist, wrote that "most people 

will have an average of 10 different job between the ages of 18 and 38" (2006, p. 27). A 

career change gives a person time to re-evaluate the opportunities offered in the 

workforce, to reassess their current skills, interests, and values, and to recognize when and 

if they need the further assistance available from a professional counselor, and to be able 

to use the information to create short-term and long-term plans and initiate appropriate 

action. Succinctly, career management means that "an increasing number of workers need 

periodic assistance over their working lives in order to make informed decisions about 

their place in the labor market, and to acquire the employability skills needed to become 

or remain successful" (Canadian Labor Force Development Board, 1996). 

Workers would benefit from thinking of themselves as their own career managers, 

as being "their own boss," even when they are working for someone else. Individuals are 
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ultimately the ones in charge of their own career. Career management is an ongoing 

process to revisit several times in a lifetime (Alberta Learning Information Service, 

2008). 

Incorporating personal life into career development is a fundamental process for 

adults all over the world today. Adult "decisions that facilitate the career decision-making 

process, lead to decisions that more fully satisfy career-related interests, values and 

aspirations" (Emmerling & Cherniss, 2003, p. 153). 

The State of Wisconsin concurs with these career professionals and has been one 

of the first states to make recommendations to offer solutions to increasing the 

knowledge base in order to retain workers and to increase their employability (State of 

Wisconsin Legislative Committee, 2008). The Wisconsin Council on Children and 

Families has organized a study committee, Building the Wisconsin Workforce, a 

Wisconsin Legislative Council Special Committee. The charge of the committee is to 

study and make recommendations regarding the coordination of existing resources of 

educational institutions, government agencies, and private organizations to meet the 

future workforce needs for health care, skilled trades, construction, advanced 

manufacturing, and technical fields; retain workers in these fields; and retrain and update 

the skills and education of workers in these fields. 

Northern Lights Health Care Center 

Northern Lights Health Care Center (NLHCC) is a community-owned health care 

facility in Washburn, Bayfield County, Wisconsin. It has been in operation since 1980, 

with a local governing board of 12 people. According to Gene Jordan, NLHCC 

Administrator, "NLHCC provides high quality, skilled nursing and rehabilitation services 
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to residents in Northwest Wisconsin, offering long-term care and short-term skilled 

nursing and rehabilitation" (2006, p. I). 

NLHCC is the fourth largest employer in Bayfield county, which has a 

population of approximately 15,000 (Gehrke, 2007). This facility currently employs 

approximately 130 full-time and part-time people in a variety of positions: housekeepers, 

certified nursing assistants, nurses, maintenance workers, cooks, occupational therapists, 

occupational therapy assistants, physical therapists, physical therapy assistants, 

physicians, speech therapists, a hair dresser, a social worker, administrative support 

workers, a human resource professional, and more. NLHCC began as a nursing home and 

has followed with the trends of the 21st century, becoming a health care center by 

incorporating short rehabilitation stays and transitioning into retirement needs in terms of 

the different levels of assisted living. 

This health facility currently offers rehabilitation services including inpatient and 

outpatient services, physical therapy, and occupational therapy. Specialized 

services include IV therapy, pain management, terminal care, infectious disease 

management, enteral nutrition, tracheostomy care and respite care, wound care, speech 

and language pathology. 
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Chapter lll: Methodology 

Numerous research papers on career assessments, career management and career 

beliefs have been presented over the years with the majority of data from middle/high 

school students and college students. It seems reasonable to study how career 

development issues in the 21 Sl century affect working adults and their personal career 

management beliefs. This chapter describes research methods used, the subjects selected, 

a description of the assessment tool, data collection, data analysis, limitations, and 

descriptions of the administration site. A summary will conclude this chapter. 

Description ofResearch Method 

A variety of statistical analyses were used in this study. First, this researcher 

collected the surveys and the data was exported to Microsoft Excel. The Statistical 

Package for the Social Sciences (SPSS), version 15.01, release 15.0U was used to 

measure the percent, frequency and valid percentage for each survey item. This 

correlational research dealt with five demographic variables and addressed the question 

of whether a relationship existed between personal career management beliefs of working 

adults and their demographics. A survey developed by this researcher looked at 

individual career management beliefs of working adults at a health care facility to 

determine individual attitudes and beliefs. After approval by the Northern Lights Health 

Care Center (Appendix A), the surveys were attached to a cover letter explaining the 

research and were located in the staff break room. Located nearby was a sealed drop box 

for completed surveys. A sample of the letter and the survey can be found in the 

Appendix. One week was allocated for staff to complete the survey. 
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Subject Selection and Description 

The study sample was comprised of working adults at the Northern Lights Health 

Care Center in Washburn, Wisconsin. The NLHCC employs approximately 130 people. 

This facility has numerous occupations and employs people with a variety of ages, 

educational levels, and gender. This researcher chose this business because it is 

representative of businesses across northwestern Wisconsin. 

Instrumentation 

The survey developed by this researcher for this study included nominal 

information as to age, marital status, education level, length of employment and gender. 

Following the demographic data, the survey asked questions with a yes or no answer, and 

concluded with a 4-point Likert-type scale with choices ranging from strongly agree, 

agree, disagree and strongly disagree. Likert scaling is a bipolar scaling method, which 

measures either positive or negative response to a question. This 4-point scale was a 

forced choice method and the participants had to choose between levels of agree or 

disagree. This survey was designed to discover if there was a relationship between 

personal career management beliefs and age, sex, marital status, years of employment, 

and level of education. 

Data Collection 

The 28-question survey was delivered to the staff lounge at the Northern Lights 

Health Care Center in August and was available to employees for 7 days. Explanation of 

the study, comments, and directions were attached on the cover of each survey. The 

administrator encouraged all staff members to participate in this study. Completed 

surveys were dropped in a sealed box in the stafflounge specified for that purpose. 
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Data Analysis 

A number of statistical analyses were used in this study. The data from each 

survey was entered into an excel program, and then frequencies were run, followed by 

Pearson correlations and crosstabs with the Statistical Package for the Social Sciences 

program. The University of Wisconsin-Stout staff used the data to run the computer 

analysis. 

Limitations 

There may be many limitations in completing this survey. Listed below are 

several that have been identified. 

1.	 This survey was filled out by workers at a health care facility during work 

hours. It may have been difficult for workers to take the time to fill out the 

survey. 

2.	 This instrument had not been tested for validity or reliability. 

3.	 This survey was completed by workers with a variety of educational 

backgrounds. Some of the participants may have more knowledge of career 

development issues than others. 

4.	 This study was only conducted in one facility, therefore it is limited as to the 

generalizations made to the entire county and northwestern Wisconsin. 

5.	 Another limitation of the survey is that it does not have any measures of 

validity or reliability. Only one facility participated in this study, and as a 

result, all inferences should be used cautiously to infer to other businesses in 

northwest Wisconsin. 
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Chapter IV: Results 

Introduction 

This research study explored the personal career management beliefs of working 

adults in northwestern Wisconsin. The relationships between the personal career 

management beliefs and the participants' demographic characteristics were examined. 

This chapter presents the description of the sample, the item analyses, the results of the 

analyses for each research questions and the descriptive statistics of the sample. 

Description o/the Sample 

A survey developed by this researcher was created and made available to the 

employees of Northern Lights Health Care Center (NLHCC) in Washburn, Wisconsin. 

This facility employs a large variety of staff ranging from Nursing Assistants to 

Physicians that include many different educational levels. Of the 130 employees at 

NLHCC, 22 employees completed the survey, representing a 17% return rate for the total 

possible participants. The surveys included an introduction letter and were available for 

one week in the staff lounge. A sealed box was placed in the lounge for completed 

surveys 

Item Analysis 

There were 28 questions in the survey. The first five were demographic in nature, 

consisting of gender, marital status, age, level of education and years of employment. 

Those five demographic variables were examined against 23 questions regarding career 

management beliefs. The survey instrument included II questions with yes or no 

answers, and the final 12 questions used a 4 point Likert type scale with possible 

responses of strongly agree, agree, disagree and strongly disagree. 
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A number of statistical analyses were used in this study. The SPSS Program from 

UW-Stout as stated in the previous chapter was used to analyze the data. 

Nominal correlations were used for the demographic data, dichotomous nominal (Phi) 

for questions 6-17, and interval Pearson r (point-biserial) for questions 18-28, to look for 

relationships between nominal and interval variables. Statistical significance is indicated 

by a 2-tailed significance value ofless than 0.05. 

Correlation analysis was not run on questions 7, 8, 9, II and IS because there was not 

enough variability in the responses. 

Crosstabs, frequency, and measures of association (symmetric measures) were also 

used in analysis of this data. The Pearson correlations are located in the tables following 

the crosstabs. Statistically significant Phi Coefficients will be highlighted in gray 

shading. 

Demographic Overview 

Because there were not enough responses per cell for age, education and experience 

to run the analysis on the variables; the responses for age, education and length of 

employment were collapsed into 2 categories for each of the variables as follows: 

• Age: less than 40 and over 41 

• Education: certificate and below and Associates and above 

• Experience under 5 years and over 6 years 

Survey question #1 asked participants their gender. The results from the sample 

for this study consisted of 81.8% females (n=18) and 18.2% males (n=4). Because of the 

significantly low number of male responses, analysis was not done on the gender 

demographic. 
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Survey Question #2 asked the marital status of each participant. Of the 22 

individuals who completed the survey, 14 were married (n=14) and 8 were single (n=8). 

Survey question #3 asked the age range of the sample. Table I shows that nine 

people reported that they were between 21 and 30 (40.9%), one person reported their age 

as between 31 and 30 (4.5%), three reported they were between 41 and 50 (13.6%), seven 

people were between 51 and 60 (31.8%) and finally, 2 people were over 61 (9.1 %). 

Table I 

Age Demographic 

Response Frequency Percent 

21-30 9 40.9 

31-40 I 4.5 

41-50 3 13.6 

51-60 7 31.8 

over 61 2 9.1 

Total 22 100.0 

As stated above, there were not enough responses per cell for age to run the 

analysis on the variable, so the responses were collapsed into the following two age 

categories: less than 40 years of age and the people with ages over 41. The combined 

categories produced 45.5% that were under or equal to 40 and 54.5% that were 41 or 

over. 
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Table 2 

Age Demographic Grouped 

Response 

<=40 

41+ 

Total 

Frequency 

10 

12 

22 

Percent 

45.5 

54.5 

100.0 

Survey question #4 asked the sample to indicate their educational level. The most 

chosen category was certificate/diploma with nine responses. Responses were very 

closely split among the other areas. 

Table 3 

Education Level 

Response Frequency Percent 

high school graduate 3 13.6 

some college 2 9.1 

certificate/diploma 9 40.9 

Associate's degree 3 13.6 

Bachelor's degree 3 13.6 

Master's degree 2 9.1 

Total 22 100.0 

As a result of the variety of answers for this small sample, the education choices 

were collapsed into two categories with 14 or 63% of the participants falling into the 
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"certificate and below" category and 8 or 36.4% of participants in the "associates and 

above" category. 

Survey question #5 indicated the years the participants had been employed with 

the Northern Lights Health Care Center. The 1-5 year category had the highest number of 

responses with 10 (45.5%), followed by 6 people (27.3%) in the 6-10 year category, and 

two participants in the three other categories. 

Table 4 

Length ofEmployment 

Response Frequency Percent 

1-5 10 45.5 

6-10 6 27.3 

16-20 2 9.1 

26-30 2 9.1 

36-40 2 9.1 

Total 22 100.0 

Similarly to the age and education variables, the length of employment required 

the collapsing of the responses into 2 categories: 5 years and under with a frequency of 

10 (45.5%) and 6 years and over with a frequency of 12 (54.4%). 

Frequency ofResponses for Each Survey Question 

Responses to yes/no Questions. Survey questions 6 through 17 were answered 

with a simple yes or no response. See Table 5 for responses. 
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Table 5 

Yes/No Survey Question Responses 

Question Yes No 

Frequency Percent Frequency Percent 

Do you currently hold the same job you 17 77.3 5 22.7 

were hired for? 

Do you feel you have enough education 21 95.5 I 4.5 

and training for this job? 

Do you attend work-related training 22 100 0 0 

offered by your employer? 

Can you list your career strengths? 22 100 0 0 

Do you have plans for further education to 14 63.6 8 36.4 

maintain your job? 

Do you feel a control over life and work? 22 100 0 0 

Are there advancement opportunities with 5 68.2 6 27.3 

your employer? 

Do you plan on furthering your education 10 45.5 10 45.5 

for a career change? 

Do you have a plan for your career path? 8 36.4 14 63.6 

Are you up-to-date on economic trends? 18 81.8 4 18.2 

Do you explore careers online? 10 45.5 II 50 

Have you discussed your career with a 16 72.7 6 27.3 

professional? 
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Nearly all participants thought they had enough education and training for their 

job, were able to list their career strengths, felt a sense of control over their life and work, 

and attended work-related training offered by their employer. Most of the participants 

were in the same job they were hired for. 

Questions that divided participants' answers were: a) whether they planned on 

furthering their education for a career change, b) if they had advancement opportunities 

with their employer, and c) participated in online career exploration activities. 

The frequency showed overall themes in this study. Of the sample population, the 

majority were married, under the age of 30, held a certificate or less in their education 

level and had worked at this health care facility for less than five years. 

Of the eleven questions with yes/no answers, eight showed that the majority of 

respondents answered f~lVorably regarding their career management beliefs. Asking if 

they had a plan for their career path, 45.5% answered yes, with 45.5% answering no. 

Similarly, asking if the respondents used online career resources, 45.5% answered yes, 

and 50% answered no. Over half of the population answered no (63.6%) when asked if 

they had a plan for their career path. 

Responses to Likert scale questions. Survey questions 18 through 28 offered a 4

point Likert type scale with a range of forced choice answers of strongly disagree, 

disagree, strongly agree and agree. 
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Table 6 

Likert Scale Question Responses 

Question SA A D SD SA+A D+SD 

I look forward to coming to work each day 10 9 1 2 19 3 

At work, my opinions and ideas seem to count 9 9 3 18 4 

I engage in life-long learning to keep current in my 7 13 2 0 20 2 

career 

I understand labor and workplace trends 4 16 2 0 20 2 

I find it difficult to make career decisions because I 0 2 10 9 2 19 

do not know what training is available where 

I do not know what careers of the future might be 0 8 12 2 8 14 

I need to update my skills to keep up with my field 2 16 4 0 18 4 

I will be happy in my current job 5 years from now 5 10 3 4 15 7 

I can identify where I would like to go in my career 10 10 5 20 6 

I am actively making plans for my career path 6 10 5 1 16 6 

I believe that I am responsible for my own career 15 7 0 0 22 0 

Note: SA: Strongly Agree, A: Agree, D: Disagree, SD: Strongly Disagree 

Survey questions # 18 through #28 show that the sample participants agreed with 

each other on every question at some level. All of the people demonstrated a positive 

view of their career management beliefs. 

Pearson r Correlations 

For nominal correlations, a crosstab and chi-square test was done. The first table 

for each of the three significant results are the crosstabs that present the number of people 



29 

who responded to each possible question for each of the categories. The second part of 

each table is the phi coefficient which measures association for the two nominal 

variables. Phi can range from -I to +I, and a value of 0 indicates no association between 

the two variables. The same .05 standard was used to judge statistical significance. 

Table 7 

Correlations 

Questions 6-17 Questions 18-28 
Correlations Used 

Dichotomous nominal interval 

Q2 (marital status) 

dichotomous nominal 
phi 

Pearson r (point biserial) 

Age category 

dichotomous nominal 
phi 

Pearson r (point biserial) 

education category 

dichotomous nominal 
phi 

Pearson r (point biserial) 

Experience category 

dichotomous nominal 
phi 

Pearson r (point biserial) 

The Pearson correlation was used for the relationships between nominal and 

interval variables. The nominal variable is indicated in the far right column and the 

interval variables are across the rows. Statistical significance is indicated by a 2-tailed 

significance value < 0.05. 

Table 8 shows some interesting if not significant data about correlations with 

marital status. The correlation between looking forward to coming to work and marital 
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status was .182. Although there is no statistical significance, there is a suggestion that this 

might be true and merit further investigation. Believing that their opinions and ideas 

seemed to count at work was indicated by the significance of .071, engaging in life-long 

learning to keep current in their job was analyzed at .195 and the last notable statement in 

correlation with marital status is that the participants believed that they were responsible 

for their own career with a significance level of .182. 
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Table 8 

Pearson Correlation/or Marital Status 

Pearson Sig. N 

Item Correlation (2-tailed) 

I look forward to coming to work each day -.296 .182 22 

At work my opinions & ideas seem to count -.392 .071 22 

I engage in life-long learning to keep current in my -.287 .195 22 

career 

I understand labor market information and -.134 .553 22 

workplace trends 

Find it difficult to make career decisions -- don't -.051 .827 21 

know what is out there 

Don't know what careers of the future might be -.181 .420 22 

Need to update skills to keep up -.050 .825 22 

I will be happy with current job and lifestyle 5 years -.170 .448 22 

from now 

I can identify where I would like to go in my career .013 .953 22 

I am actively making plans for my career path .271 .223 22 

I believe that I am responsible for my own career -.295 .182 22 

As shown in Table 9, there was statistical significance between participants by 

age when asked if they had plans to further their education to make a career change. 

Seven out of nine people under 40 years of age said that they had plans, while eight of the 

11 people over 41 replied that they did not have plans to further their education. 
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Table 9 

Further Education by Age Crosstabs 

Age Category No Yes Total 

<40 2 7 9 

41+ 8 3 II 

Total 10 10 20 

Table 10 

Symmetric Measures/or Future Education Plans by Age 

Value Approx. Sig. 

Nominal by Nominal Phi -.503 .025 

Cramer's V .503 .025 

N of Valid Cases 20 

a Not assuming the null hypothesis. 
bUsing the asymptotic standard error assuming the null hypothesis. 

There were interesting correlations in the age category which included the 

following statements: a) I engage in life-long learning to keep current in my career at 

.114; b) I understand labor market information and workplace trends at .123; and c) I can 

identify where I would like to go in my career with .127. These three statistics show that 

the younger employees agreed. The majority of participants believed they would be 

happy with their current job and lifestyle five years from now with .181, and was strong 

for the over 41 years of age group. 



33 

Table 11 

Pearson Correlation for Age 

Pearson Sig. N 

Item Correlation (2-tailed) 

I look forward to coming to work each day .332 .132 22 

At work my opinions & ideas seem to count .199 .374 22 

I engage in life-long learning to keep current in my .347 .114 22 

career 

I understand labor market information and .339 .123 22 

workplace trends 

Find it difficult to make career decisions -- don't .247 .280 21 

know what is out there 

Don't know what careers of the future might be -.040 .858 22 

Need to update skills to keep up .194 .388 

1 will be happy with current job and lifestyle 5 years .296 .181 22 

from now 

I can identify where I would like to go in my career -.336 .127 22 

I am actively making plans for my career path -.161 .474 22 

I believe that I am responsible for my own career .160 .476 22 

Table 12 gives the correlation by the education demographic. Two of the 

questions had mild relationship significance. When asked if they could identify where 

they would like to go in their career, there was a positive Pearson correlation of .307 with 
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a significance of .164. When asked if the participants were making plans for their future 

career path, there was a negative Pearson correlation, with a significance of .172. 

Table 12 

Pearson Correlation for Education 

Pearson Sig. N 

Item Correlation (2-tailed) 

I look forward to coming to work each day .019 .933 22 

At work my opinions & ideas seem to count .175 .435 22 

I engage in life-long learning to keep current in my .187 .405 22 

career 

I understand labor market information and .234 .295 22 

workplace trends 

Find it difficult to make career decisions -- don't .102 .661 21 

know what is out there 

Don't know what careers of the future might be -.181 .420 22 

Need to update skills to keep up -.050 .825 

I will be happy with current job and lifestyle 5 years .017 .940 22 

from now 

I can identify where I would like to go in my career .307 .164 22 

I am actively making plans for my career path -.302 .172 22 

I believe that I am responsible for my own career .Ill .624 22 
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Table 13 gives correlations by experience. The most significant result is the need 

expressed by the sample to update their skills to keep up-to-date with their job at .089 

with the Pearson correlation at a positive .371. 

Table 13 

Pearson Correlation/or Experience 

Pearson Sig. N 

Item Correlation (2-tailed) 

I look forward to coming to work each day -.074 .745 22 

At work my opinions & ideas seem to count -.129 .566 22 

I engage in life-long learning to keep current in my .194 .386 22 

career 

1 understand labor market information and .161 .473 22 

workplace trends 

Find it difficult to make career decisions -- don't -.049 .831 21 

know what is out there 

Don't know what careers of the future might be -.188 .401 22 

Need to update skills to keep up .371 .089 

I will be happy with current job and lifestyle five .115 .610 22 

years from now 

I can identify where I would like to go in my career -.194 .388 22 

I am actively making plans for my career path -.161 .474 22 

I believe that I am responsible for my own career -.036 .875 22 
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The following tables show two of the statistically significant results for the phi 

Correlation with plans for further education by age, and by experience. 

Table 14 

Further Education Plans with Experience Crosstabs 

Age Category No Yes Total 

<5 1 9 10 

6+ 7 5 12 

Total 8 14 22 

Table 15 

Symmetric Measures for Further Education Plans with Experience 

Value Approx. Sig. 

Nominal by Nominal Phi **** -.500 .019 

Cramer's V .500 .019 

N of Valid Cases 22 

a Not assuming the null hypothesis.
 
b Using the asymptotic standard error assuming the null hypothesis.
 

Table 16
 

Experience and Opportunities for Advancement by Age Crosstabs 

Age Category No Yes Total 

<5 o 9 9 

6+ 6 6 12 

Total 6 15 21 
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Table 17 

Symmetric Measures for Experience and Opportunities for Advancement by Age 

Nominal by Nominal Phi •• ** 

Value 

-.548 

Approx. Sig. 

.012 

Cramer's V .548 .012 

N of Valid Cases 21 

a Not assuming the null hypothesis. 
bUsing the asymptotic standard error assuming the null hypothesis. 

Table 18 is a descriptive table for the mean and standard deviation on the statistics 

for questions 18-28. The most notable means were the questions that asked if the 

participants looked forward to coming to work each day at 3.23. The same mean resulted 

from asking if they engaged in life-long learning to keep current in their career. This is 

very good news for a small town in northwestern Wisconsin, and the mean of 3,18 was 

very interesting in that they felt that their opinions and ideas seemed to count at work. 

The two largest mean results were being able to identify where they wanted to go in their 

career (3.36), and the mean of 3.68 for the sample population believed that they were 

responsible for their own career. 

Standard deviations ranged from the lowest at .477 when asked if they would be 

happy in their current job five years from now to 1.032 when asked if they believed that 

they were responsible for their own career. 
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Table 18 

Descriptive Statistics for Questions 18-28 

Std. 

Question N Min. Max. Mean Dev. 

I look forward to coming to work each day 
22 I 4 3.23 .922 

At work my opinions & ideas seem to count 22 I 4 3.18 .853 

I engage in life-long learning to keep current in my 

career 
22 2 4 3.23 .612 

I understand labor market info & workplace trends 22 2 4 3.09 .526 

Find it difficult to make career decisions -- don't know 

what is out there 
21 I 3 1.67 .658 

Don't know what careers of the future might be 22 I 3 2.27 .631 

Need to update skills to keep up 22 2 4 2.91 .526 

I will be happy with current job and lifestyle 5 years 

from now 
22 1 4 2.73 1.032 

1 can identify where I would like to go in my career 22 2 4 3.36 .658 

I am actively making plans for my career path 22 I 4 2.95 .844 

I believe that I am responsible for my own career 22 3 4 3.68 .477 

Valid N (listwise) 21 

Scale Key: I=Strongly disagree 2=Disagree 3=Agree 4=Strongly Agree 
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Chapter V: Summary, Conclusions and Recommendations 

Chapter five will include a summary of the study, conclusions and 

recommendations. In the previous chapters a definition of the problem, literature reviews, 

and findings were discussed. Headings included in this chapter will include restatement 

of the problem, methods and procedures, major findings, conclusions and 

recommendations. 

Summary 

Many resources regarding career development and career beliefs for students in 

high school and college were found (see Chapter II, Literature Review). However, 

limited research on the career management beliefs ofworking adults was found. The 

purpose of this study was to investigate the relationship between personal career 

management beliefs of working adults with their demographics in a health care facility in 

northwestern Wisconsin. 

Methods and Procedures 

Surveys were given to 130 employees of a health care facility. The facility was 

chosen because of the variety of job titles and duties that require a variety of educational 

backgrounds that are similar to other businesses. Of the 130 employees, 17% (n=22) 

participants responded. The survey was developed by this researcher and included five 

demographic questions which followed with 23 questions pertaining to personal career 

management beliefs. The staff at Northern Lights Health Care Center had one week in 

August to participate in this study. 

Limitations 

The following limitations were identified regarding this study. 
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I.	 This study was limited to employees ofNLHCC located in a small town in 

northwestern Wisconsin; therefore the results cannot be generalized to 

working adults in other areas. 

2.	 This health care facility was undergoing construction at the time of the study. 

Many staff were not utilizing the staff lounge which had been relocated into 

the basement, may have been one of the factors for the small return of survey 

completion this was the most significant limitation. 

Conclusions 

There were five research questions in this study. Each question will be stated with 

conclusions for each. 

I.	 Is there a correlation between career management beliefs and education 

level? Based on the survey results, no statistical significance was found 

between career management beliefs and education level. However, mild 

significance was found when asked if they could identify where they would 

like to go in their career (.164) and if they were actively making plans for their 

future career path (.172). 

2.	 What is the difference in personal career beliefs within different age brackets? 

There was statistical significance shown in response to participants having 

plans for further education to make a career change. Seven out of nine people 

under 40 years of age answered positively to this, while eight of the II people 

over 41 years of age did not. 

3.	 Is there a correlation between gender and career management beliefs? Because 

there were not enough males in this sample, analysis was not done. 
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4.	 What is the relationship between marital status and personal career beliefs? 

There appears to be no statistical significance with this correlation, however 

interesting results appeared in four statements: a) at work, my opinion and 

ideas seem to count (.071); b) engaging in life-long learning to keep current in 

their career (.195); and c) responsibility for their own career (.182). 

5.	 Could there be a correlation between personal career management beliefs and 

length of employment? Yes, there was statistical significance shown with this 

variable. When asked if they have plans for further education to maintain their 

current job the Phi significance was .019 and when asked if there were 

opportunities for advancement with their current employer the result was .012. 

The results show that there were few statistically significant differences between 

career management beliefs of working adults by their demographic data. Only three of 

the questions run with crosstabs demonstrated statistical significance. However, many of 

the results show interesting trends that will be discussed. 

Statistically significant differences were found in three crosstabs. The first is in 

the age demographic with question #13 which asks the participant if they have plans to 

further their education to make a career change. With the significance of .025, this data 

shows that the participants over 40 years of age are less likely to pursue further education 

to maintain their current job; indicated by an 85% level of confidence. The other 

questions (#6-17) show no difference in response by age. 

The second significant set of data is in the length of employment demographic 

regarding question # 10 which asks if the participants have plans to further their education 

to maintain their current job. The significance of .019 shows that the adults who had been 
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employed at this facility the shortest amount of time are more likely to continue their 

education to maintain their current job with approximately a 98% level of confidence. 

The final question with statistical significance was question #12, asking the 

sample if there were opportunities for advancement with their current employer related to 

length of employment. With a significance of.O 12, the people that have worked less than 

five years felt strongly that there were opportunities for advancement with an 88% level 

of confidence. 

Table 19 

Statistically Significant Differences According to Demographic Data 

Question 

#6 Are you in the same job as hired? 

#7 Enough Education for this position? 

#8 Do you attend training from employer? 

#9 Can you list strengths/abilities? 

#10 Do you have plans for further educ? 

# II Sense of control over work? 

#12 Opportunities for advancement? 

#13 Educational plans for career change? 

#14 Created a plan for career path? 

#15 Up-to-date with economic trends? 

#16 Career exploration on the internet? 

#17 Discussed career with professional? 

Marital Age Education Experience 

Status 

NS NS NS NS 

NS NS NS NS 

NS NS NS NS 

NS NS NS NS 

NS NS NS .019 

NS NS NS NS 

NS NS NS .012 

NS .02 NS NS 

NS NS NS NS 

NS NS NS NS 

NS NS NS NS 

NS NS NS NS 
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There was additional data that was worth noting. In Table 20, the majority of 

people looked forward to coming to work each day (question #18). This is a notable 

statistic for the Northern Lights Health Care Facility. Results of this study indicate that 

NLHCC is doing an excellent job of providing in-house trainings for their staff, and for 

creating a work environment that makes employees feel heard. Another interesting result 

was in question #20 which asked if the participants engaged in lifelong learning to keep 

current in their career. The results show that a majority of the younger employees plan to 

continue lifelong learning in relation to the older employees. The younger employees also 

demonstrated more knowledge of the labor market and economic trends. 

Question #24 asked if the participants felt they needed to update their skills with 

changing technology, and the answers were notable only by years of employment. Age 

seemed to be important in questions #25 and #26 which asked if they would be happy in 

their job five years from now, and if they know where they would like to go in their 

career. Question #26 also showed that there was a difference in the educational level 

category. Question #27 asked if each person in the sample was actively making plans for 

their career path, and educational level did not show statistical significance, but was 

worth noticing. Finally, the last question asked if they believed that they were responsible 

for their own career showing .18 in the marital status demographic. 
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Table 20 

Does the Answer Differ According to Demographic? 

Marital Age Education Experience 

18. I look forward to coming to work each day. .18 .13 

19. My opinions count at work. 

20. I engage in lifelong learning. .11 

21. I understand labor market trends. .12 

22. It is difficult to make career decisions. 

23. I do not know the careers of the future 

24. I need to update my skills. .08 

25. I will be happy in my job in 5 years. .18 

26. I can identify my future career goals. .12 .16 

27. I am actively making career plans. .17 

28. I believe I am responsible for my career. .18 

There is "a growing trend to encourage employees to become actively involved in 

the management of their own careers" stated Ellen Ernst Kossek (2006). Because of the 

change in economic trends and how businesses operate in the 21 st century, it is interesting 

to note that few adults have ever learned career management skills. In the words of Philip 

Jarvis, "Momentum for the career management paradigm shift is growing among 

government departments, educational leaders, community agencies, business owners, 

career/employment counselors and human resource specialists" (2003b, p.I). 
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As shown in this study, the majority of individuals seem to have made career 

management plans and look forward to their future careers. The age category reveals that 

there were two large groups within the range of 18 - 61 and over. The largest group was 

in the 21-30 year range with 41 % of respondents, followed by the second largest group 

which was 51-60 with 32% respondents. It makes sense that the older group has fewer 

plans to continue their education for a new career and wish to maintain their current 

position. The younger group indicated that they have plans for further education to 

maintain their current job, AND for future career plans. 

Since this is a health care facility, it follows the trend that the largest number of 

employees is employed as nursing assistants. The data indicates that the majority of 

respondents held a certificate/diploma or less at 63.6% which includes nursing assistants. 

It is interesting to see that the data shows nearly one-half of the participants had worked 

for less than 5 years (45.5%), while 54.5% had worked at this facility for six years up to 

40 years. We can conclude that the majority of the sample were young nursing assistants 

with a short term diploma/certificate who have worked under five years are looking 

forward to further education. The data shows that the workers take advantage of the in

house trainings and are making plans for their future. 

Philip Jarvis believes that "the knowledge economy demands a new approach to 

career development in order to find satisfying and fulfilling work." (2003b, p. 3). He 

believed that as the skill and technology requirements change, workers need to be able to 

follow industrial and occupational trends for personal career management success. The 

data from this study tends to show that the younger employees are more involved keeping 

up with economic trends, need for further education and on-line resources. 
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In 20 out of 28 questions, the younger population with fewest years of 

employment and the least amount of training demonstrated increased personal career 

management beliefs. 

In the 21 st Century, career management is a life-long process of updating skills 

and building new levels of expertise. As the literature reviews in Chapter II demonstrate, 

there have been tremendous changes in career development theories throughout the past 

100 years leading up to this era where people need to be able to manage their lives, their 

work and their learning themselves in order to stay employed. 

As indicated in Chapter II, career theories from the early 1900s have evolved 

from simply identifying one's abilities and matching them with an occupation to career 

theories in the 1990s that developed from the framework of the whole person in career 

development. Accordingly, interest in lifelong career development and lifelong learning 

has become global and many countries around the world are beginning to acknowledge 

this trend. According to Mary McMahon, Wendy Patton and Peter Tatham of Australia, 

"preparation for work cannot be regarded as a once and for all process, lifelong learning 

takes into account the multiple transitions between learning, working, and living 

throughout life" (2002, p. 6). McMahan et al. have written about competencies that 

people of all ages need in order to build and manage their lives and careers with the need 

to engage in repeated career decision-making and transition processes across the lifespan. 

(2002, p. I). 

The most significant result in this study was that the younger the population, the 

more they seem to be involved in their individual career management. However, the older 
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population was indeed aware of career changes and did take advantage of learning 

opportunities. 

A study by the Gallup Organization (2000), found that about 70% of the 

employed adults surveyed reported that they received some type of workplace learning 

from their employer (p.6), and 53% said they will need more training or education to 

maintain or increase their earning power. Also indicated in this study, the Gallup 

Organization found that young adults are more likely than older adults to feel they will 

need more education or training which is similar to the findings in this research study. 

Recommendations 

This section of Chapter V will be divided into two sections. The first will discuss 

recommendations for the procedures and findings in this study, and the second will make 

recommendations as a result of the study. 

This research studied the personal career management beliefs of working adults. 

As a result of the small sample population return, recommendations for conducting the 

survey include: introducing the study and survey earlier to employees by possibly 

enclosing notices in their pay check, posters around the facility, and introducing the study 

in staff meetings. The survey itself could be improved by altering the order of the 

questions and inserting questions that are pertinent to each organization, such as in-house 

staff developmentJtraining, and opportunities for tuition reimbursement for skill 

development. 

The data from this study indicates the need for further research. As a result of the 

findings, recommendations to replicate this study with working adults in other locations 

and in other businesses are encouraged. Being ready for change in the world of work for 
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the 21 51 century is crucial for employees of all ages. This study could benefit career 

professionals, business leaders and educational systems in how they train employees and 

what they could provide to empower their workers for the future. 

The results of this study will contribute to the research and analysis of working 

adults and career management beliefs. This study enhances the awareness of the need for 

individuals to be life-long learners in the new work environment of the 21 51 century. It 

will be important that the workplace encourages and offers skills training to help 

employees consider and improve their career management beliefs, career planning and 

development. In 2003, Michelle Casto wrote an analogy that said: 

Career planning in the 1950s and 1960s was like riding on a train. The train 

remained on the track and one could quite possibly stay on that track until 

retirement. In the 1970s and 1980s career planning was like getting on a bus. For 

the 1990s and beyond, career planning is more like an all-terrain vehicle. The 

adult worker has to drive, has to read the map, and has to be attuned to the terrain, 

which could change from moment to moment (p. I). 
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Appendix A: Cover Letter 

September 25, 2008 

To the employees of Northern Lights Health and Rehabilitation Center: 

Thank you for agreeing to help me with the research for my master's thesis, "Survey of personal 
and career management for 21 st century working adults in Northwestern Wisconsin." 

As a Career Specialist, I am fascinated by how youth and adults make career decisions. In the 21·t 
Century World of Work, there is adramatic change in how people make choices concerning their 
life and employment. Adults undergo numerous transitions in their lives and in their careers due to 
new interests, job changes, downsizing, lay-offs, new job descriptions and family changes. 

Typical American workers will spend over 86,000 hours in the job market. It is well worth the time 
and effort to discover your individual strengths, natural abilities and interests for your career 
journey as you explore the job market. the economy and the world. 

The attached survey asks questions about how you feel in regard to your current position at 
Northern Lights, and how you feel about your career path for the future. Most of the published 
research regarding personal career development has been done with high school or college 
students. This study with working adults will add to the professional pUblication database. 

There are no identifying questions in this survey. By submitting this survey, you agree to 
participate in this project and your implied consent to use the data is assumed. Please take a few 
minutes to answer the questions contained in this packet. Your participation in this study is entirely 
voluntary. Answer completely and honestly in away that best expresses your thoughts and 
feelings. This survey should take you about 5-10 minutes to complete. 

Again, thank you for taking time out of your busy schedule to help me with my research project. 
Sincerely, 

Mary Ross 
Career Specialist 
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Appendix B: Survey Instrument 

SURVEY
 
OF PERSONAL CAREER MANAGEMENT BELIEFS OF WORKING ADULTS IN
 

NORTHWESTERN WISCONSIN FOR THE 21 51 CENTURY
 

This project has been reviewed by the University of Wisconsin-Stout IRS as required by the
 

Code of Federal Regulations Title 45 Part 46.
 

Please do not write your name on this survey. By submitting this survey, you acknowledge 
that you are giving your permission to use this data for group analysis and that your 

participation is strictly voluntary. Please complete the survey as honestly as possible. 

The 21 51 century world of work is changing how American's work. There ;s no longer 
a guarantee that you will be in your current job until retirement. Most American's will 
experience 5-10 jobs in their lifetime. Personal career management is of utmost 
importance to be ready for change and technological growth. Making plans for your 
career path is a life-long process that requires you to make many decisions in 
response to economic and workforce events. 

Please answer this survey according to how you feel about your current career 
and your future career growth. 

For the questions given below, please circle ONE for each item. 

1.	 Are you: Male Female 

2.	 Are you: Married Single 

3.	 Years of age: 18-20 21-30 31-40 41-50 51-60 over 61 

4,	 Highest education level achieved by you: some high school high school graduate 

some college certificate/diploma Associate's degree Bachelor's degree 

Master's degree Doctorate degree 

5,	 How many years have you worked in the health service field? 1-5 6-10 11-15 

16-20 21-25 26-30 31-35 36-40 41-over 
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Read the statements below and circle yes or no according to your beliefs
 
about your current job and your future career plans.
 

6. Are you currently in the same job as the one you were hired for? Yes No 

7. Do you feel that you have enough education and training for this position? Yes No 

8. Do you attend work related training offered by your employer? Yes No 

9. Could you list your talents, strengths, abilities and interests? Yes No 

10. Do you have plans to further your education to maintain your current job? Yes No 

11. Do you feel that you have asense of control over your own life and work? Yes No 

12. Are there opportunities for advancement with your current employer? Yes No 

13. Do you have plans to further your education to make acareer change? Yes No 

14. Have you created adetailed plan of your future career path? Yes No 

15. Do you stay up-to-date with the economic trends of the nation and world? Yes No 

16. Do you engage in career exploration activities on the internet? Yes No 

17. Have you discussed future career plans with aprofessional? Yes No 
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Read the following statements and check below the response that is most true for you. 

Strongly Agree Disagree Strongly 
Agree Disagree 

18.	 I look forward to coming to work each day. 0 0 0 0 

19.	 At work, my opinions and ideas seem to count. 0 0 0 0 

20.	 I engage in life-long learning to keep current in my career. 0 0 0 0 

21.	 I understand labor market information and workplace trends, 0 0 0 0 

22.	 I find it difficult to make career decisions because Ido not 
know which schools offer training, what is available and where. 0 0 0 0 

23.	 I do not know what the careers of the future might be, 0 0 0 0 

24,	 I need to update my skills/expertise to keep up with the 
changing technology or state-of-the-art knowledge in my field, 0 0 0 0 

25. I will be happy in my current job and lifestyle 5years from now. 0 0 0 0 

26, I can identify where I would like to go in my career. 0 0 0 0 

27.	 I am actively making plans for my career path. 0 0 0 0 

28.	 i believe that I am responsible for my own career. 0 0 0 0 

Thank you for participating in this survey. Again, your name and any identifying 
information are not included in this survey. Your individual answers will remain 
confidential and will not be shared individually with any person or any organization. 

Upon completion of this survey, please place your survey in the container provided. 

Comments: 
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Appendix C: Approval Letter from NHLCC 

HEALTH CA••it-"*-. -\ __ 

June 26. 2008 

MaryRou 
WlTC Ashland 

Dear Mary: 

Northern LighlB is very willing 10 partic:ipata in your Iludy of adult WOII<8I1I. We 
uolderstancl til. will involve a survey of our employees for your reeearch ancllhallhe 
raeub will be made available III us al8o. 

This has bean reviawad with our Elhicll Committee and Board of Diraetonl and 
IIpprOV8d by both. 

Our O<88niZ11lion has had a very good relationship with WITC. with staff both attending 
~ on C8IT1PUlI and bringing cluaea onto our worksile We look forward to 
c:cromuing lhal relationship III oller advanced lraining to the WOIkenl of NotU1well 
Wioc;onsin. 

106....a., IDriw 
~'H!1JU91 

l-lI1-J1).JUI 

~e-<fwt!·"'£afw-


