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Abstract

The fast changing organizational contexts have forced career management as essential ingredient for success.
Today career are the whole responsibility of the individuals and not the organizations. The present study aims at
understanding the congruence between career anchors and present job held by individual. Edgar schiens Carcer
orientation Inventory (COI) is used as the rescarch instrument. This study investigates the carcer anchors held by
teachers, managers, engineers, entrepreneurs and government employees. Entrepreneurial creativity and sense
of service are the dominant anchors across gender, age groups and professions. Life style and general
management are the lowest scoring anchors. Thus employers or the organizations have to give room for creative
ideas to flow in, rather than routine jobs. To enhance job satisfaction the organizations have to include creativity
as one of the performance parameter. In the Indian context it is more necessary to vicw career options more
seriously. Career should not be a bunch of accidents as it is perceived now. Carecr should be based on ones
aspirations goals and anchors. Organizations or employers, on the other hand, can use career anchors as one of

the tools to identify employee potential leading to greater goal congruence and satisfaction.
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Introduction

India suffers from multifarious crisis such as
socioeconomic crisis, political crisis, and as well as
financial crisis which is greatly affected by global
economic crisis. Despite of all these crises, Indians are
imaginative, creative, and courageous to surpass these
obstacles in everyday life. Even though there are some
companies affected by these crises which they are
force to decrease their employees called as
“recession”, some of them have job openings that offer
new career opportunities to graduated college
students. In India Career means fulfilling aspirations
of the parents, friends and society at large, carecr
means supporting the family members by sacrificing
their interest and aspirations.

Till 90's many favored climbing the hierarchical
ladder within the same organization to make careers.
During the last decade, life time employment within
the same organization has come under pressure as a
result of globalisation. Many change professions not
only the companies. With all the differences these
definitions bring one common point that careers have
become less predictable as a result of increasingly
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{ragmented and discontinuous nature of careers. Also
they point that individuals can no longer rely on their
employer to offer them a life time carcer (Hall, 2004).

The success of carcer depends on more than one
characteristic. Earlier empirical research on Carecer
success reveal gender, personality, education,
mentoring relationships, and carcer tactics arc
precursors of career success. This research proposes
that career anchors are a helpful model of careers that
can help individuals and organizations navigate the
new career realities that cxist. It provides cmpirical
support for the use of a 40 item version of the career
orientations inventory (COIl) as a measure of career
anchors and that enables career anchors to be matched
tojobroles.

CareerAnchors

The career anchor model developed by Edgar Schein,
of Massachusetts Institutc of Technology, has
received considerable attention.  Schein (1978)
coined the term carcer anchor to describe a
constellation of self-perccived attitudes, values, nceds
and talents that develops over time, and which when
developed, shapes and guides carcer choices and
directions. Itcanbe thoughtofasacentral component
of the self-concept that exccutives are unwilling to
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relinquish, even when forced to make a difficult
choice. The career anchor is significant because it
influences career choices, affects decisions to move
from one job to another, shapes what individuals are
looking for in life, determines their views of the
future, influences the selection of specific occupations
and work settings, and affects their reactions to work
experiences (Schein, 1988). He postulated that
individuals' career anchors gradually come to be their
own definition of career success (Schein, 1974, 1978).

Schein (1993) pointed out that all people develop

Anchor Definition

some kind of picture of their work life and their own
role init. Derr (1986a) and Igbaria & Baroudi (1993)
asserted that this work role focuses on the individuals'
self-concept and carcer values - the internal career.
Career anchors are important element of individuals'
internal careers. This is the result of their conscious
educational, work and carcer decisions (Schein,
1990).
signifies nonmonetary or psychological
(Barth, 1993).

In this context, the career anchor theory

factors

Definitions in Table 3.2 taken from Schein (1993)

Functional Expertise

Primarily excited by the content of the
work itself; prefers advancement only in
his/her technical or functional arca
of competence; generally disdains and fears

general management as too political.

General Management

Primarily cxcited by the opportunity to

analyse and solve problems under
conditions of incomplete information and
uncertainty; likes harnessing pcople
together to achieve common goals;
stimulated (rather than cxhausted) by crisis

situations.

Entrepreneurial Creativity

Primarily motivated by the need to build or
crcate somcthing that 1s entirely their own
project; casily bored and likes to move from
project to project; morc interestcd in
initiating new enterpriscs than in managing

cstablished onecs.

Autonomy

_constraints; wants to sct own schedule and

Primarily motivated to scck work situations

which are maximally f{rec of organisational

pacc of work; is willing to trade off
opportunities for promotion to have more

freedom.
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Security

Primarily motivated by job security and long
ternt attachment to on organisation;
willing to conform and to be fully
socialized into an organisation’s values and

norms; tends to dislike travel and relocation.

Sense of Service

Primarily motivated to improve the world
in some fashion; wants to align work activities
with personal values about helping society;
more concerned with finding jobs which
meet their values than their skills.

Pure Challenge

Primarily motivated to overcome major

obstacles, solve almost unsolvable
problems, or win out over cxtremely tough
oppounents; define their carcers in terms of
daily combat or compctition in which
winning is cverything; very single minded
and intolerant  of thosc without comparable

SUCCCssS

Lifestyle

Primarily motivated to balance carcer with
lifestyle; highly concerned with such issues
as paternity/maternity lcave, day care
Looks

options etc. for organizations that

have strong pro family values and programs.

DeLong (1982a, 1982b) attempted to validate the
career anchor model empirically. Beyond the five
anchors identified by Schein, he investigated three
additional career anchors. These are:

1. Identity - the desire for status and prestige from
belonging to certain companies or organizations;

2. Sense of Service - concern with helping others and
seeing changes that result from efforts; and

3. Variety - the desire for several different challenges.

Operationalizing Schein's model through rescarch
questionnaires, DeLong's (1982a, 1982b, 1982c)
studies validated Schein's conclusions- by clearly
identifying the five anchors and, moreover,
distinguishing these additional three carcer anchors.
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He also found that the security/stability anchor
emerged as two independent anchors. One, stability,
represents individuals who will accept an
organizational definition of their carcers. The other,
security, is demonstrated by individuals who will
move from company to company to cnsure
permanence in a geographical area (DeLong, 1982a,

1982b, 1982c¢).

Schein's (1985, 1987a, 1993) subsequent career
history interviews of several hundred people in
various career stages found that the identity anchor
can be viewed as an extension of the security/stability
Recent studies (Applin, 1982; Igbaria &
Baroudi, 1993; Igbaria, Greenhaus & Parasuraman,

anchor.

1991), however, have identified a type of career
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anchor defined by the belief that it should somehow be
possible to integrate work, family, and self-concerns
into a coherent lifestyle - the lifestyle integration
anchor.  Similarly, recent studies (Applin, 1982;
Igbaria & Barroudi, 193; Igbaria et al, 1991; Schein,
1985, 1987a, 1993) have reported that the variety
anchor is favored by individuals who defined all work
situations as self-tests that are won or lost against
either an absolute standard or an actual competitor.
Thus the label pure challenge was adopted as the
essence of the variety anchor.

Job Congruence

The notion of congruence forms the basis of
vocational counselling where counselors try to
establish the individual's needs and skills and match
these to an occupation. Congruence is the term used in
research into Holland's vocational preferences
(Tinsley, 2000). It 1s also referred to as fit particularly
in the theory of work adjustment (Lofquist and Dawis,
1991) and in writings on methodology (e.g. Kristof-
Brown, 2007).
between career anchors and work environment would

Schein believed that congruence

lead to greater job satisfaction and increased
organisational commitment. Feldman and Bolino
(1996) added to this list of outcomes by including
increased work effectiveness, job stability, work role
adjustment, psychological well-being and reduced
role conflict. Two main forms of fit are discussed,;
person job (PJ) defined as "the fit between the abilities
of a person and the demands of the job or the desires of
a person and the attributes of the job" Kristof (1996
p.2) and person organisation (PO) fit defined as "the
compatibility between individuals and organisations”.

Statement of the Problem

This study was designed to investigate career anchors
of executives from different occupations of Hubli-
Dharwad.
conducted in different fields provided insights in

Review of similar research studies

undertaking this study. These studies found that their
subjects were oriented to most of these career anchors.
although some of these were identified as more
Although the security and
stability anchors did not surface as more dominant

dominant than others.

than the carecr anchors in any of the studies reviewed,
such anchors were part of the wide variety of carcer
orientation of the subjects.

There 1s a dearth of rescarch studies on carcer anchors
of Indian executives. Given the dearth of previous
research in the Indian context, this study examined
whether these career anchors are operative for those in
the various occupations like managerial, teaching,
entrepreneurial and public sector employees. The
study aims to examine the prevalence of cach of the
career anchors in the current sample and investigate
the existence of demographic differences in the carcer
anchors held by individuals. Thus six rescarch
propositions were investigated.

Proposition 1: There is no significant difference
between men and women in their seores on each of the
career anchors as measured by the COI.

Proposition 2: There is no significant difference
between age groups in scores on each of the carcer

anchors as measured by the COL

Proposition 3: The public sector cmployces arc not
oriented towards sense of stability and security of job
as ananchor.

Proposition 4: Sense of technical skill and gencral

management is not the dominant anchors for
Engineers
Proposition 5: Managecrial executives do not possess

awide variety of career anchors.

Proposition 6: The dominant career anchors exhibited
by teachers and lecturcers are not sense of service and
managerial competence.

Proposition 7: The dominant career anchors exhibited
by entrepreneur are not scnse of autonomy and pure
challenge.

Research Methodology

The Career Orientation Inventory (COI) survey
developed by Schein in collaboration with Del.ong
was used for data collection. Subjects in this rescarch
were Managers, Entrepreneurs, Lecturers, Public
sector employees and Engineers. Totally 220
executives in these four categories f{rom Hubli-
Dharwad were administcred the COI questionniarc.
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Data was gathered in the months of March and April in
2012. Usable responses wecre received from 216
persons, corresponding to a response rate of 98.28 per
cent. Oftherespondents, 190 were males and 26 were
females. Table 3 shows the demographic profile. SPSS
and MS excel are used for analysis.

Rationale for the Career Orientation Inventory

The COI of Schein (1990a) was used to measurc each
respondent's dominant career anchor. In this study, the
COI is discussed with reference to the development,
rationale, dcscription of sub-scales, administration,
interpretation, validity and reliability and motivation
for choice.

The COl is a self-diagnosing questionnaire developed
by Schein (1974) and later revised by Schein (1990a).
The aim of the instrument is to measure the cight
career anchors of individuals which are primarily
grouped into three dimensions, being talent-bascd
(technical/functional, managerial, and entreprencurial
creativity competence), necd-based (security and
stability, autonomy and independence, and lifestyle
competence) and value-based (dedication to a cause
and pure challenge competence) (Felman & Bolino,
1996; Schein, 1990a).

It should be pointed out that the COI does not purport
to measure career anchors as such, but rather carcer
orientations. In an attempt to validate and refine
Schein's (1978) career anchor model, Del.ong (1982)
found that the COI measured carecr attitudes, values
but did
individuals' perception of their talents. According to

and needs of individuals, not reflect
DeLong (1982), the COl measures a central part of the
concept of career anchors, namely career orientation.
Schein (1990a) agrees with the view that the construct
carcer anchors can be mecasured by means of a
combination of the COI and a structured in-depth
interview exercise. Morcover, applying the COI as a
measurement of career anchors for research purposes
is regarded as an acceptable and reliable practice by
researchers in the ficld (Burke, 1983; Lrdo?mus,
2003; Marshall & Bonner, 2003;)

The COI (Schein, 1990a) consists of a set of 40 items,
all of which are considered to be of equal value and to
which respondents respond in terms of how truc the
statement is. The sub-scale used is a summated rating
in the form of a six-point Likert type scale. The
purpose of this questionnairc is to stimulate the
respondent's thoughts about their own areas of talents,
needs and values that anchor them in their careers.

Table 1 : Eight Sub-Scales of the COI and Allocated items

Sub - Scale Contents Of COIl

(Schein, 1990 A) COI Sub - Scales

Allocated items

Talent - based anchors

Technical/ functional

1,9.17,25,33

General management

2,10,18,26,34

Entreprencurial creativity

5,13,21,29.37

Need - based anchors

Autonomy/ Independence

3,11,19,27.,35

Security/ stability

4,12,20,28,36

Lifestyle

8,16,23,32,40

Value - based anchors

Service / dedication to a causc

6,14.22,30,38

Pure challenge

7,15,23,31,39
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The COI instrument is a self-diagnosis questionnaire,
which can be administered individually or in group
and takes approximately 10 minutes to answer,
although there is no time limit. The COI is
administered according to the rating and scoring
instructions provided by Schein (1990a). Respondents
are required to answer each statement as honestly and
quickly as they can, choosing their best alternative on
a seven-point Likert scale. Respondents are to avoid
extreme ratings, except in areas where the respondent
hasvery strong feelings in one direction or the other.

For each of the 40 items, respondents are required to
rate how true that item is for them in general by
assigning a number 1 to 7. The higher the number, the
more that item is true to the respondent. The rating
scaleis as follows:

a."1"ifthe statement is never true to the respondent

b."2" or "3" if the statement is occasionally true to the
respondent

c. "4" or "5" if the statement is often true to the
respondent

d. "6" or "7" if the statement is always true to the
respondent.

The allocated item scores for each of the eight
categories of career orientation are summed up and
multiplied by 2.86 to yield the respondents average
score for each career orientation sub-scale. The sub-
scale that yields the highest score is regarded as the
respondent's dominant career orientation (Schein,
1990a). Each of the eight sub-scales can produce a
separate score which canrange from 20.02 t0 99.05.

Cronbach's alpha was calculated for each factor to
establish reliability and determine internal
consistency (Churchill, 1979). As reported in Table 2
Cronbach’s Alpha is 0.764, ranges of 0.5-0.8 surpass
acceptable reliability coefficient levels (Nunally,
1967). Internal consistency (coefficient alpha) ranges

from 0.59 to 0.78 in a sample of 216. Scores for

technical/functional competence (0.59), general
management (0.71), autonomy (0.75), security (0.78),
entreprencurship (0.75), scrvice (0.73), pure
challenge (0.70) and lifestyle (0.64) are considered to
be moderately high, with the exception of the
technical/functional competence and Lifestyle.

Table 2 : Cronbach's Alpha Reliability Coefficients

Case Processing Summary

N %
Cases Valid 215 100.0
Excluded @ 0 .0
Total 215 100.0

a. List wise deletion based on all variables in the
procedure.

Reliability Statistics

Cronbach's Alpha | N of Items
0.764 8

Statistical Methodology

The analysis identified the following factors: (1)
lifestyle integration, (2) sense of service, (3)
managerial competence, (4) autonomy, (5)
geographical security, (6) entrepreneurship creativity,
(7) technical competence, and (8) organizational
stability.

Discussion

As Schein (1972) noted that individual career anchors
are developed over a period of time and one's
experience would have some effects over their
development. In this case, therefore, it could be
assumed that the majority study respondents are at
ease with their administrative work and that they have
already passed the test of time. Challenges to them
may be viewed as a natural thing in their academic

administrative work.
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Table 3 : Demographic Profile of Respondents

Variable Frequency | Percentage
Managers 50 23.1481481
Entrepreneurs 27 12.5
Lecturers and teachers 35 16.2037037 |
Public sector 52 24.0740741
employees

Engineer 52 24.0740741
Total 216

AGE

21-30 15 6.94444444
31-35 14 6.48148148
36-40 17 7.87037037
41-45 16 7.40740741
46-50 36 16.6666667
50-above 42 19.4444444
Unknown 76 35.1851852
Total 216

Gender

Male 190 87.962963
Female 26 12.037037

Source : Field Survey

Table 4 : Dominant Anchors of Different Professionals

i p—— -

Dominant Anchors

Gender and Anchor Differences

Based on the sum total of the scores of cach anchor the
dominant anchor is determined. The dominant anchor
overall among all the respondents is found to be
entreprencurial quality and sense of service. The
technical skill and stability and security closely follow
next. The life style anchor and general management
scores lowest in the whole population. This is a clear
indication that being creative and enterprising is a part
of every job and the population is very much
congruent with this anchor.

As discussed carlier, entrepreneurial creativity means
these respondent are Primarily motivated by the need
to build or create something that is entirely their own
project; easily bored and likes to move from project to
project; more interested in initiating new enterprises
than in managing established ones. It does not mean
that they are entrepreneurs in the real sense, but cnjoy
being entreprencurial in their work.

When gender is considered there is no distinction
between dominant carcer anchors for

i’urc I
Tech Mangr Auto Sta & Sec | Entre Serv Chal Style
Public Sector ' '
Employces
3696.9 | 3696.22 |3728.78 3906.8 39926 |4019.7 | 3761.9 | 3761.9
Engincer 3735.3 | 3653.91 |3676.08 3844.8 3810.5 | 3895.8 | 3661.2 | 35459
Lecturers and - ) i -
Teachers 2639 | 2452.39 |2411.46 2560.9 2695.5 | 2624.3 | 2485.5 | 2553.5
Managers 3615.3 | 3535.78 | 3494.84 3572.2 3710.6 | 3658.4 | 3619.1 | 34987
Entreprencurs| 50169 | 1875.64 | 2461.12 1918.8 2085 2031 | 1892.9 | 2036.5
Overall 15703 | 15213.9 | 157723 15803 16294 | 16229 | 15421 15397
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men
women. Contrary to litcrature available the women
show equal importance to cntreprencurial creativity
and sensc of service. While lifestyle and general
management continue to be the lowest preferred
anchors. This indicates women in Hubli Dharwad arc
cqually competitive in their carcers. While the
literature asserts that lifestyle as dominant anchor for
women a trend reversal has been noticed in this study.




Table S : Gender

S —

Pure L
Tech Mangr Auto Sta & Sec Entre Serv | Chal Style
Males | 13707 | 13348.7 | 13896.1 13835 14314 | 14143 | 13518 13450
Females | 61290 | 59065.1 [61127.2 61171 63127 | 62739 | 59700 | 59551

Proposition 1: There will be no significant difference
between men and women in their scores on each of the
career anchors as measurcd by the COl.

difference between genders  w.r.t carcer anchors. So
the Preposition is accepted since significance level
higherthan 0.05.

A One Way Anova indicates that here is no significant

Table 6 : Gender * Career Anchor

Variables Sum of Squares df Mecan Sig.

Technical Between Groups 414.574 l 414.574 2.575 0.11
Within Groups 34294.291 213 161.006
Total 34708.864 214

Managerial Between Groups 28.227 1 28.227 0.133 0.715
Within Groups 45054.419 213 211.523
Total 45082.646 214

Autonomy Between Groups 42.607 1 42.607 0.033 0.857
Within Groups 277324.746 213 1301.994
Total 277367.353 214

Stability & Security Between Groups 142.751 1 142.751 0.703 0.403
Within Groups 43267.161 213 203.132
Total 43409912 214

Entrpreneurial Between Groups 4.456 1 4.456 0.02 0.887
Within Groups 46562.359 213 218.603
Total 46566.814 214

Service Between Groups 669.981 1 609.981 3.209 0.075
Within Groups 44473.132 213 208.794
Total 45143.113 214

Pure Challenge Between Groups 61.2 1 61.2 0.352 0.554
Within Groups 37057.376 213 173.978
Total 37118.576 214

Life Style Between Groups 314.49 1 314.49 1.484 0.225
Within Groups 45139.759 213 211.924
Total 45454.249 214

Anchor Differentiation According to Age

Life style career anchor is the lowest scorer among all
age groups as depicted in Table 7. Genecral
management is also a low scorer across age groups.
The common dominant anchor is entreprencurial
creativity. The population with anchor exhibits the

need to build or create something that is entirely their
own project; easily bored and likes to move from
project to project; morc intercsted In initiating ncw
enterprises than in managing established ones.
(Schein 1978).
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Table 7 : Anchors According to Age

Age Tech Mangr Auto |STA&SEC| Entre Serv  |Pure Chal| L Style
21-30 1069.6 1129.7 1121.12 1144 1156.9 1106.8 1030.2 1032.5
31-35 1129.8 1127.12 1069.64 1095.4 1141.1 1174 1084 1055.8
36-40 1245 1133.68 1145.96 1304.2 1321.3 1327 1246 1260.6
41-45 1155.4 1204.2 1152.54 12335 1238.4 1229.8 1152.3 1202.6
46-50 2682.9 2606.56 | 2685.54 2771.3 2828.5 2822.8 2673.6] 2666.9
50-above 2974.6 2772.85 | 2810.26 2955.7 3018.2 3045.2 2891.3 2806.1
Unknown 5369.1 5159.74 | 5701.42 5225 5521 5432 5263.1 5283.5

Proposition 2: There will be no significant differences
between age groups in scores on each of the career

Age does not influence the career anchor. Thus the
Preposition is accepted since significance level is

anchors as measured by the COL.

greater than 0.05.

Table 8 : AGE* Career Anchor

Sum of Mean . .
Squares df Square : Sig.
Technical Between Groups 6370.797 32 199.087 1.191 0.251
Within Groups 17885.01 107 167.15
Total 24255.81 139
Managerial | Between Groups 9949.472 32 310.921 1511 0.061
Within Groups 22020 107 205.794
Total 31969.47 139
Autonomy Between Groups 7572.207 32 236.631 1.367 0.12
Within Groups 18524.79 107 173.129
Total 26097 139
Stability& | veen Groups | 7041853 | 32 | 220058 | 1249 0.2
Security
Within Groups 18856.51 107 176.229
Total 25898.36 139
i‘l‘“epre"“" Between Groups | 5992.728 | 32 187273 | 0.847 | 0.698
Within Groups 23653.44 107 221.06
Total 29646.17 139
Service Between Groups 6872.363 32 214.761 1.224 0.221
Within Groups 18776.46 107 175.481
Total 25648.83 139
Pure
Between Groups 5037.313 32 157.416 0.921 0.593
challenge
Within Groups 18297.38 107 171.004
Total 233347 139
Life style Between Groups 8174.528 32 255.454 1.215 0.229
Within Groups 22500.81 107 210.288
Total 30675.34 139

Proposition 3: The public sector employees are not
oriented towards sense of stability and security of job

asananchor.

The public sector employees (ref table 4) have service
as their dominant anchor followed by entrepreneurial
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nature. Stability and security is the third dominant
anchor for these professionals the technical and
managerial anchors are the low scorers for public
sector employees. Contrary to our assumption that
stability and security will be the dominate anchor we
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find that these employees are oriented towards being
enterprising and service. These employces who
belong to KSRTC,PWD ,HDMC,BSNL and Postal
Department have shown more concern for service
which is a positive sign. The congruence between job
and anchors is high. The prepositision is rejected as it

relevant that entrepreneurial creativity and sence of

service are the dominant anchors.

Proposition 4 : Scnse of technical skill and gencral

Engincers also score high on sense of service and
security and stability closely followed by
cntrepreneurial and technical skills.  Low scoring
anchors are general management. The single factor
ANOVA of the anchors indicates no significance
hence the preposition is accepted. The study touched
upon those engineers who are in the public sector and
scrvice sector like PWD .

management is not the dominant anchors for
Engineers
Table 9 : One Way Anova
Source of Variation SS df MS F P-value F crit
Between Groups 1851.774 7 264.5391 | 1.186794 | (0.309082 | 2.0324%8
Within Groups 89160.91 400 222.9023
Total 91012.68 407

Proposition 5: Managerial executives do not posscss
a wide variety of career anchors.

The mangers ofthis population show more inclination
towards creativity and sense of service. - Though
technical and general management closely follow.
Again life style is least important with autonomy.

Proposition 6 The dominant anchors
exhibited by teachers and lecturers is not sense of

service and technical competence

carecr

Creativity and technical skill are the high scorers for
teachers and lecturers. Scrvice and life style are the
next high scorers. General management and
autonomy arc the low scorers for this group.

Table 10 : Onc Way Anova

Source of Variation SS df MS F P-valuc F crit
Between Groups 1930.025 7 2757179 | 1.812266 | 0.084926 | 2.043329
Within Groups 41382.05 272 152.1399
Total 43312.07 279 B

In order to reject the null hypothesis at 95%
confidence, the P-valuc to be less than or ecqual to 0.05.
Hence Prepositionisaccepted.

Proposition 7 : The dominant carecr anchors

exhibited by entreprencur is not sense of autonomy

and pure challenge.

The entreprencurs have autonomy and creativity as
their dominant anchor. Lifc style and service are next

highly scoring anchors for this group of professionals.

Table 11 : Anova for Entreprencurs

Source of Variation SS df MS F P-value F crit
Between Groups 9012.474 7 1287.496 | 0.980854 | 0.446177 | 2.053808
Within Groups 273026.6 208 1312.628

Total 282039.1 215
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In order to reject the null hypothesis at 95%
confidence, the P-value to be less than or equal t0 0.05.
p-value is greater than 0.05 Preposition is accepted.

There are no significant differences between men and
women in their scores on each of the carcer anchors as
measured by the COI There is no significant
differences between age groups in scores on cach of
the carcer anchors as measured by the COlL. The public
sector employees arc not oriented towards sensc of
stability and security of job as an anchor. Sensc of
technical skill and general management is not the
dominant anchors for Engincers. Managerial
executives do not posscss a wide variety of carcer
anchors. The dominant career anchors exhibited by
teachers and lecturers are not sense of service and
managerial competence. This indicates that the
differentiation between jobs is narrowing down. There
is no specific anchor for a particular job or occupation.
All want to be creative and want to serve in their

respective fields.
Anchor Congruence and Job

Only entrepreneurs, lecturers and teachers arc found
to have congruent anchors with their job requirements.
Entrepreneurs by definition should enjoy and scek
autonomy and creativity which has emerged as a
dominant anchor. Lecturers and teachers are expected
to be technically sound and should use creativity in
accordance with the level of the class. Their anchors
are congruent with job requirement. Non congruence
is found for engineers and mangers who arc not very
eager on technical and general management anchor,
and show more inclination towards sensc of service,
creativity and sccurity and stability which may be a
cause of concern, since the security and stability in

jobs isreducing considerably.

The expected anchor for public sector employces is
security and stability with lifestyle but their creativity
needs to be channelized in the right direction to avoid
dissatisfaction.

Managerial Implications

Entrepreneurial creativity has emerged as the most
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frequently occurring dominant anchor, across
occupations and across age groups. Thus cmploycrs or
the organizations have to give room for creative ideas
to flow in, rather than routine jobs. To enhancc job
satisfaction the organizations have to include
creativity as one of the performance parameter.

The dominance of sensc of service s a positive sign
for the customers and socicty at large. It indicates that
given a chance everyone would like to pay back in

their own way to the organization.

The public sector employces would not be satisfied
with the security and stability embedded in the job.
Their satisfaction is derived from entreprencurial
creativity and sensc of scrvice which has to be
recognized. Similarly tcachers and lecturers could be
given the roles that enhance and satisfy their anchor,
which is technical skill and creativity. Entreprencurs
arc the one who find congruence with their job and
anchor. Entreprencurship gives them the autonomy

and creativity which is theiranchor.

All professionals need to identify their anchor and
achieve satisfaction. Therefore, both organizations
and individuals concerned are responsible in shaping
the kind of carcer that thcy want. This responsibility,
per se, is incvitable since they know exactly what they
want from their careers that will satisfy their needs and
expectations. They know the kind of carcer that will
suit their competence. This means that individuals
should identify their needs, motives, and goals, so
they can work out how to align them with the needs of
the organization.

Futher, all the prepositions stand rejected in the
context of IHubli- Dharwad since their scems to be a
multi skilling approach. As previous studics have
shown there are cluster of anchors rather than a single
dominant anchor (Ramakrishna, H. V. and Pofosky, D.
(2003)). Further rescarch in carecr anchor clustering is
reccommended. The prepositions were based on
literature review and understanding of anchors as
suggested by Schien. A new trend has been observed

inthis region of North Karnataka.
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In the Indian context it is more necessary to view
career options more seriously. Career should not be a
bunch of accidents as it is perceived now. Carecr
should be based on ones aspirations goals and anchors.
Organizations or employers, on the other hand, must
find a way to inspire, motivate, and appropriately
reward employees. These organizational concerns
about the careers of employees could be realized
through the cooperation of those concerned. This
means that employees must relate their career needs
and motives to their organizations. Hence for
organizations to achieve an effective human resource
planning and development, they should match their
needs for human resources with individuals' needs for
personal growth and development (Morin, 1992;
Schein, 1982, 1987b).

Directions for Future Research

Future studies are required to determine the extent to
which the internal career orientations (career anchors)
of lawyers, doctors, or any professions separately.
This research constitutes an initial step toward
exploring this important area.

While the career anchors identified by this study are
representative of a small  occupational group,
difference among career anchors across job functions
(i.e., presidents and vice-presidents, deans,
department chairpersons) may yield perspectives
enabling organizations/ institutions to establish more
effective personnel management. It is hoped that this
study will catalyze further research in career

management in the Indian context.
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