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1. Introduction

With the changing nature of jobs and organizations, careers become increasingly more
difficult to describe, explain and predict (Kidd, 1998) and are likely to consist of a greater
number of transitions (Jackson, Arnold, Nicholson & Watts, 1996). Jobs are subject to a myriad
of contextual changes (Frese, 2001), and trends in organizations like lean management,
outsourcing, organizational restructurings and downsizings, as well as joint venture, merger and
acquisition activities change the internal landscape of available job opportunities. Subsequently
careers have also become less structured, predictable and safe (Arnold, 2001). The advent of
popular books on the changing nature of jobs (Bridges, 1995; Rifkin, 1995) and the concept of
the protean career (Hall, 1996, 2004) have been indicators of a shift of the locus of responsibility
for careers from companies to the individuals (Leana, 2002; Arnold, 2001). The way in which
companies can help in this process remains an issue, however. If careers and job concepts have
changed, does this imply that companies need not or cannot participate in making individuals
more proactive and adaptable?

A career can be defined as a sequence of employment-related positions, roles, activities
and experiences encountered by a person (Arnold, 1997), and career management can be done by
organizational agents as well as individuals (Arnold, 2001). There has been a general call for
people to develop a proactive stance with regard to their careers (Seibert, Crant, & Kraimer,
1999, Aryee & Debrah, 1993), so that they develop a higher degree of personal initiative (Frese
& Fay, 2001). Furthermore, employees need to become more adaptable to new job demands
(Pulakos, Arad, Donovan & Plamondon, 2000), and managing one’s career is important for
individuals who plan to remain for a longer time within an organization. Overall, theory and
conceptual understanding have lagged behind on how employees can become more active in
self-managing their careers, and how organizations can support them adequately in this
endeavour.

This dissertation seeks to expand our knowledge about the relation of individual control
of career-relevant variables and career development by addressing the following three issues.
Chapter one introduces the main concepts, studies and planned contributions to research and

practice. In the second chapter, an action-theory based career development intervention
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investigates antecedents of career self-management behaviors and attempts to explain how
employees develop control over their own careers (study one). The third chapter focuses on the
consequences of career self-management behaviors and clarifies their role and importance for
different career-related outcome variables (study two). The fourth chapter attempts to further our
understanding of positive affect towards the career and how it is related to behavioral
antecedents and attitudinal consequences (study three). All three studies use different subsets of
data that were part of a larger data collection connected to the career development intervention.
A conclusion of the research findings will be summarized in chapter five. Before each of the
chapters is described in more detail, three topics will be outlined which are important in the
context of the dissertation: Personal initiative which serves as an underlying concept, the action
process model which provides a theoretical background to which all three studies refer, and
career self-management behaviors which as an investigated variable play a pivotable role for

actively managing job transitions in all three studies.

Underlying concept for career development activities: Personal Initiative

Personal Initiative served as the underlying foundation for a career-development
intervention which provides the context for the data collection of all three studies. It is
characterized by people being self-starting and proactive and showing persistence in the face of
barriers (Frese, Kring, Soose & Zempel, 1996; Frese & Fay, 2001). Previous findings on
personal initiative showed that proactive employees change their environment, for example in
submitting ideas for work improvement (Frese, Teng & Wijnen, 1999), and that personal
initiative is related to finding a job in the future after becoming unemployed, having a career
plan, and executing it in the future (Frese, Fay, Hilburger, Leng & Tag, 1997). A study with
unemployed people also showed they can be trained to increase their personal initiative (Frese,
Garman, Garmeister, Halemba, Hortig, Pulwitt, & Schildbach, 2002). Conceptually, personal
initiative contains characteristics that overlap or are easily applied in career development
activities. Personal initiative is an extra-role concept; so are career development activities. Career
development activities are not core tasks that an employee is expected to perform in a certain
job, are not part of a job description, do not necessarily take place during business hours and
often have to be conducted with the necessary discretion (otherwise colleagues or supervisor

might find out about job search activities before the employee decides to let others know).
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Another feature of personal initiative, proactivity, is important for career development activities
which are related to redefining one’s role in the organization by moving to more desirable
divisions of the business (see Crant, 2000). When engaging in career development activities,
employees often encounter career barriers (London, 1998; Raabe & Fay, 2003), such as lacking
environmental support or a lack of open positions, and showing persistence in the face of these
barriers is essential for career goal pursuit. A long-term focus, goal direction and action
orientation are helpful to successfully plan and execute a job transition, and to keep growing
during the non-transition times. Therefore, personal initiative provided an excellent underlying
foundation when setting up a career development intervention for employees. This career-
development intervention was facilitated in a company which aimed at increasing adaptability of
its staff to new career demands, and its focus was to foster a higher degree of personal initiative

for within-company job changes.

Lending structure to a career development intervention: The Action Process Model

The structure of the career development intervention followed the action process model
(Frese & Zapf, 1994), a model that is rooted in action regulation theory which in turn is part of
self- regulation theory. Self-regulation theory is based on the idea that goals, plans and feedback
are relevant parameters for regulating one’s actions (Hacker, 1982, 1985; Frese & Sabini, 1985;
Carver & Scheier, 1982). The action process model consisted of different components which lent
structure to the career development intervention in a particular order: Goals, information
collection, planning, execution, and feedback. It was expected that especially planning and plan
execution would play a prominent role during and after the intervention, because they represent
the central element of action theory: an active approach (Frese & Fay, 2001). Different
components of the action process model are investigated directly in study one and two, and

indirectly in study three.

Actively managing job transitions: The role of Career Self-management Behaviors
Self-management consists of exerting control over the environment and one’s actions

(Frayne & Geringer, 2000). Self-management encompasses six dimensions: self-assessment, goal

setting, self-monitoring, self-evaluation, written contracts, maintenance, and relapse prevention

(Nerdinger, 1995; Kanfer, 1977; Frayne & Geringer, 2000). Successful interventions that applied
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self-management behaviors in organizations have spanned areas such as job attendance (Frayne
& Latham, 1987; Latham & Frayne, 1989), reduction of problematic workplace behaviors
(Godat & Brigham, 1999), and sales (Frayne and Geringer, 2000); however, this concept has not
been yet applied to career development. Career self-management behaviors are a core variable
investigated in this dissertation. In the action process model, they are theroeticcally represented
as “execution”. All three studies tie to career self-management behaviors, investigating different
antecedents, consequences and the relationship to positive affect.

Now that the three topics personal initiative, the action process model, and career self-
management behaviors have been described, the studies and research contributions will be

outlined.

1.1 Antecedents of Career Self-management Behaviors

Chapter two identifies and tests a conceptual framework for a training intervention. The
main research question was how employees can be trained to actively manage their careers,
whether an action process model would provide a good framework for a training, and whether
participants with different learning needs would experience sufficient learning progress. Other
issues investigated consisted of which content modules would required to make it a successful
intervention, and how different elements of the action process model would relate to each other
when participants learn to actively manage careers. The study seeks to explain how a career-
focused intervention based on action regulation theory and the action process model can increase
career self-management (execution) through knowledge of one’s strengths and weaknesses
(information collection) and goal commitment (goals), which in turn affect plan quality
(planning). The model (Figure 1.1) is tested in a longitudinal field quasi-experiment over a four-
month period.

This study addresses how employees can self-manage their careers and how
organizations can aid their self-management. With regard to the organizational context of
careers, the “successful application of the career planning model depends on the organization’s
willingness and ability to share information with employees, to make the necessary resources
available, and to support employees in their attempts to manage their careers” (Greenhaus, 1987,
p. 20). Career management of individuals means to establish realistic career goals based on

accurate information about self and work and to monitor the progress toward these goals
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(Greenhaus & Callanan, 1994). Career exploration, identification of goals, and strategies that
increase goal achievement are three behavioral strategies of a career management process (Noe,
1996) of individuals. Despite the importance of career management, little is known about
transitioning processes on an individual level. Or, as Boudreau, Boswell & Judge (2001) put it:
“Future research should investigate mediating influences between personality and career success,
such as career management strategies and self- (or task-) efficacy. This may illuminate the
effectiveness of different individual career management strategies and organizational career

management programs.”

Figure 1.1. Model of Effects of the Intervention on Career Self-Management Behaviors.

Goal commitment (Goals)

l Active career
Intervention Plan quality (Planning) p| sclf-
> management
behaviors
(Execution)

A
Knowledge of strengths

and weaknesses
(Information collection)

An important contribution to research will be to test the action process model model in an
applied setting in the context of a career development intervention. Thus, the findings may
contribute to our understanding of self-regulatory functions of individuals, both general and in a
career development context. As an additional contribution, the findings might also give helpful
guidance on the development of successful action-oriented interventions in general. Outlining
whether and how both organizations and individuals can benefit from this kind of intervention to

will be a practical contribution to career development in organizations.
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1.2 Consequences of Career Self-management Behaviors

Chapter three addresses the consequences of active career self-management behaviors.
and seeks to identify how implementing active career self-management behaviors (execution)
affects career satisfaction, either directly, or through different feedback variables from the
organizational environment (feedback). It investigated whether there would be any long-lasting
consequences of career self-management behaviors, and how career self-management behaviors
and different organizational feedback variables would influence career satisfaction. A research
question on an organizational level was whether employees who self-manage their career can
obtain the necessary responsiveness from the organization, and whether this responsiveness
would be tied to an increase in compensation which in turn might be related to career
satisfaction. A research question on the participant level was whether active career self-
management behaviors would be related to how successfully participants implement their plan,
whether plan implementation would be related to how fast they changed into a new position, and
whether this in turn would be related to career satisfaction.

The model investigates primarily the execution and feedback components of the action

process model and is tested in a longitudinal field study over a six-month period.

Figure 1.2. Model of Consequences of Active Career Self-Management Behaviors.

Organgtmnal ————— Pay
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A contribution on a theoretical level will be to test the relationship between execution and
feedback components of the action process model based on the prerequisite that the career
development intervention created long-lasting effects. It will be tested whether career self-
management behaviors affect career satisfaction in different ways outlined in the model, which
would make it a powerful variable to include in future career development studies. A practical
contribution to career development practice in organizations will focus on ideas to influence

career satisfaction.

1.3 Positive Affect in Career Development

Chapter four focuses on the role of positive affect in career development , and seeks to
clarify how behavioral variables such as career self-management and role expansion influence
changes in positive affect, which in turn influence workplace attitudes like job and career
satisfaction. In addition, this chapter tests a newly introduced tripartite model of positive affect.
The main research questions sought to clarify were whether a newly proposed tripartite model of
positive affect would stand the test of a practical application in the field, how career self-
management behaviors would be related to different facets of positive affect (antecedents), and
how the different facets of positive affect would be related to career and job satisfaction
(consequences). Overall, both influences of behavioral and affective variables on workplace

attitudes will beinvestigated.

Figure 1.3. Model of Antecedents and Consequences of subfacets of positive affect.

Positive affect: Change in
Activation

Career self- \ Job
management Satisfaction
behaviors
Positive affect: Change in
Interest
Role
Expansion Career
Satisfaction
Positive affect: Change in
Joy
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By the end-nineties there was still a lack of research on emotions in career development
(Kidd, 1998); and although the body of literature has increased over the last years, more research
is needed to better understand “what emotions are experienced in response to specific events, and
the impact these have on future career cognitions, emotions, and behaviour” (Kidd, 2005, p.

443). Hypotheses were tested a longitudinal field study over a six—month period.

A contribution will be to investigate the role of different antecedents and consequences of
positive affect during the implementation of a career development intervention, and it is tied as
well to the action process model with investigating execution and feedback variables to test for.
regulation of affect. A second contribution will be to test a tripartite model of positive affect
(Egloff, Schmukle, Burns, Kohlmann & Hock, 2003) that has been verified in experimental
settings but not yet applied in a field study. A contribution for the practice in organizations will
be to discuss the benefit of both interventions and everyday career self-management behaviors
for both organizations and employees that can help to lead more fulfilling lives at work.

Chapter five summarizes the dissertation’s contributions to research and practice of

career development and career management and gives suggestions for further research.

All chapters of this dissertation can be read separately, and individual references sections

have been provided at the end of each chapter.
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2. Antecedents of Career Self-management Behaviors

In the second chapter, an action-theory based model attempts to explain how an
intervention in career self-management can help employees to develop control over their own

carcers.

2.1. Literature Review and Hypotheses

Self-regulation is a process by which people exert and enhance their persomal control. In
the context of action regulation theory, control means that individuals have impact on their own
activities in correspondence with some goal (Frese & Zapf, 1994). Control over one’s immediate
work environment is usually considered desirable by employees, and proper use of personal
control can offer benefits for the organization, the individual, or both (Greenberger & Strasser,
1986; Frese, 1989). Self-regulation theory argues that, in order to take control of their own lives
and effectively influence the environment, people engage in self-regulation. Self-regulation
refers to transactions with the environment that "enable an individual to guide his/her goal-
directed activities over time and across changing circumstances (contexts)” (Karoly, 1993; see
also Vohs & Baumeister, 2004). Interventions to apply self-regulation theory aim at enhanced
control and self-regulation, and they have been effective for very specific, short-term employee
behaviors such as job attendance (Frayne & Latham, 1987; Latham & Frayne, 1989), reduction
of problematic workplace behaviors (Godat & Brigham, 1999), and sales (Frayne and Geringer,
2000). In spite of this, evidence regarding interventions to achieve more complex goals and
produce longer-term consequences (e.g. increasing control of one’s own career) is lacking.

One of the variants of self-regulation theories is action regulation theory (Frese & Zapf,
1994; Hacker, 1982, 1985). Self-regulation theory is based on the idea that goals, plans and
feedback are relevant parameters for regulating one’s actions (Hacker, 1982, 1985; Frese &
Sabini, 1985; Carver & Scheier, 1982). The action process model (Frese & Zapf, 1994) consists
of the following steps: Goals, information collection, planning, execution, and feedback. Human
beings are goal-oriented; goals energize and direct activities (Pervin, 1989), and they contain
both motivational and cognitive elements (Frese & Zapf, 1994). People monitor their

environment, gathering information to aid in planning a course of action. As a result of goals and
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information, they are able to develop plans. Executing the plan means to actively influence the
environment on one’s behalf, and this results in feedback regarding one’s actions. Developing
and executing one’s own plan are the elements most strongly representing the active approach in
personal initiative, which is the central element of action theory (Frese & Fay 2001). Thus
personal initiative, which is characterized by people being self-starting and proactive and
showing persistence in the face of barriers (Frese, Kring, Soose & Zempel, 1996), serves as the
underlying foundation for this study’s intervention.

2.1 shows a model integrating the three hypotheses of this study, a quasi-experimental
design consisting of a career development intervention aimed at enhancing active career self-
management behaviors. This study tested the following elements of action theory as antecedents
to the execution of active career self-management behaviors: goals, information collection, and
planning.

Figure 2.1. Model of Effects of the Intervention on Active Career Self-Management Behaviors.

Goal commitment (Goals)

“H3
H1
l H2 R
Intervention H3 Active career
H 1 »| Plan quality (Planning) » self-
management
behaviors
H2 .~ | (Execution)
H1 Knowledge of strengths L H3
and weaknesses
(Information collection)
— _/ — _/ — _/
YT YT YT
Hypothesis 1: The inter- Hypothesis 2: Goal commit- Hypothesis 3: Plan quality
vention leads to positive ment and knowledge of mediates the relationship
changes in goal commit- strengths and weaknesses between both knowledge of
ment, selfknowledge and will be positively related to strengths and weaknesses and
plan quality plan quality goal commitment on the one
hand and active career self-
management behaviors on the
other hand

Note. In this model, goal commitment, knowledge regarding one’s own strengths and weaknesses, and plan quality
were measured directly after the training (t2). Active career self-management behaviors were measured three months
after the training (t3).
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Conceptually, active career self-management behaviors are expected to increase as a
function of a relatively brief but comprehensive intervention aimed at improving employees’
career-development efforts. The intervention was based on the three variables suggested by
action theory (Frese & Zapf, 1994): (a) goal commitment, (b) knowledge of one’s own strengths
and weaknesses, and (c) quality of the self-management plan which was developed during the
intervention. Overall, the intervention attempted to improve these three variables, which in turn
should strengthen active career self-management behaviors (i.e., goal directed action to develop
one’s own career) if the training was successful. Thus, the three variables mediate the effect of
the intervention on execution of active career self-management behaviors.

Hypothesis 1: The intervention leads to positive changes in goal commitment, self

knowledge and plan quality.

Action theory assumes a positive relationship between goals and planning. Goals can be
understood as “future-oriented representations of what individuals are striving for in their current
life situations and what they try to attain or avoid in various life domains” (Brunstein,
Dangelmayer & Schultheiss, 1996; Brunstein & Maier, 1996, in Brunstein, Schultheiss & Mayer,
1999) and play an important part in self-regulation as they direct and orient behavior. Therefore,
it is important to examine the degree of goal commitment, which has been defined as “one’s
determination to try for a goal” (Locke, Shaw, Saari & Latham, 1981, p.143). Goal commitment
includes the intent to put effort into goal attainment, persistence in goal pursuit, and an
unwillingness to abandon a goal (Hollenbeck & Klein, 1987; Campion & Lord, 1982). The
intervention guided participants to develop high commitment to personal goals that pertained
specifically to their career development. Commitment to a goal is essential for effective goal-
directed actions, in part because it regulates the effort put into developing a plan that will help to
achieve a career goal.

Action theory argues further that information collection is a prerequisite of planning. In
the context of this study, knowledge about one’s own strengths and weaknesses is crucial
because it provides insights about the need to develop competencies that will be essential for

one’s career development. It is likely that participants who know more about their own strengths
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and weaknesses and know how to utilize these in career development will also develop more
meaningful and specific plans.

Action theory also suggests that the quality of the career plan (Frese & Zapf, 1994) is
central. Although goal commitment is the starting point of actions, (Frese & Zapf, 1994), goals
are only transformed into actions by a plan. For a plan to be adequate, people need to know their
strengths and weaknesses. Both goal commitment and knowledge of one’s own strengths and
weaknesses should enhance plan quality, which is the key variable leading to improved career
self-management behavior. Therefore, there should be a positive relationship between the
intervention and plan quality that is mediated by self-knowledge and goal commitment.

Hypothesis 2: Goal commitment and knowledge of strengths and weaknesses will be

positively related to plan quality.

According to action theory, plans are “bridges between thought and action” (Miller,
Galanter & Pribram, 1960) and help to mentally structure a goal-striving process (see Kanfer,
1977; “Probehandlung” = mental simulation of action, Frese & Zapf, 1994). Plans help transform
general goals into specific implementation intentions, which then lead to the initiation of goal-
directed behaviors (Gollwitzer, 1993; Gollwitzer & Brandstitter, 1997). Plans require a situation
analysis that is based on the collection of information, include a decision of how to pursue a
goal, and can produce deep and broad mental models of the topic (Hacker, 1992). For complex
goals such as career goals, plans represent an active approach to put structure into a complex and
otherwise unstructured topic. Effective plans need to have certain qualities. Good plans include
different action steps and the timing of these steps (Gollwitzer & Brandstitter, 1997), as well as
alternative or fallback plans in case unexpected problems occur (Frese & Zapf, 1994). High
quality plans make it easier to engage in appropriate career management actions.

Hypothesis 3: Plan quality mediates the relationship between both knowledge of

strengths and weaknesses and goal commitment on the one hand and active career self-

management behaviors on the other hand.
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2.2. Method
2.2.1 Sample

Participants were white collar employees of a large global technology company,
headquartered in Western Europe, attending career development training sessions conducted
mainly by company personnel. Participants usually enrolled voluntarily with their manager’s
consent, but in some cases their managers had strongly advised them to attend. The 205
participants were from a variety of jobs in different business units, such as control, sales,
purchasing, software development, service, quality management, human resources and logistics.
They were on average 32.0 years old, had been with the organization for 6.3 years and on the job
for 2.6 years. About 33.7% were female, and 68.3 % had a graduate degree at a university or
polytechnic institution.

There were three measurement times: Three weeks before the training intervention (n at
t1= 205), directly after the intervention (n at t2 = 205), and three months after the intervention
and directly before the follow-up one-day intervention (n at t3 = 188). Response rates ranged

between 100 and 92 percent at the different data collection times.

2.2.2 Procedure and Intervention

The design of the intervention was guided by action theory (Frese, 2005) in providing the
following elements of the action process model on which the intervention focused: goal
development, information collection, plan generation, and plan execution/monitoring. Many of
the intervention activities pertained to learning about being proactive and persistent in one’s
career, which is related to the concept of personal initiative (Frese & Fay, 2001). An important
message conveyed in the sessions was that participants should become active in their own career
development and not wait for supervisors or human resource experts to take the initiative.

According to action theory, goals are the first prerequisite needed for plans and actions,
and the first element of the intervention focused on goals and how participants can develop a
desired state that they strive for. In order to create a foundation for developing a career
development goal, participants prepared information about their private/professional life and
their career prior to the time of the intervention. During the intervention they were encouraged to
develop a goal based on their career aspirations for the next five years and a plan for how to

achieve them. In addition, information regarding the importance of goal-setting was provided by
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the trainer. Participants also reflected on the nature of their own career motives and driving
forces in a self-assessment and an interview based on Schein's (1978; 1990) Career Anchors.
Career anchors are syndromes of motives, values, and self-perceived talents that are relevant to
the person’s career, and they were used to raise awareness about past and future career
preferences. The participants’ commitment to the career goal was measured at the end of the
intervention.

The second prerequisite for plans and actions is information collection, and this was the
second topic of the intervention before developing a plan. Action theory suggests that people
look for information that is helpful to goal accomplishment and try to understand the likely
future states of the action environment. This information provides knowledge about both the
current situation and the likely effects of different future routes of action. Participants received
feedback about their current strengths and weaknesses through the results of 360-degree
feedback, which they brought to the intervention. The 360-degree feedback came from different
people in the organization and provided information that would be helpful in developing a career
plan later. Further specifics about the 360-degree feedback can be found at the end of this
section. In addition, employees reflected on their personal employability and also received
company-specific information about career development possibilities. Consistent with the
proactive career management and personal initiative approach, the trainer provided information
on the importance of self-management, self-assessment and feedback that can be utilized to
develop a realistic impression of one’s strengths and weaknesses.

Following action theory, the next part of the intervention focused on developing a plan
that served to direct actions. During the three-day intervention participants were given
information on planning and completed exercises on how to develop effective plans. They
created a career development plan that forced them to structure this complex and previously
unstructured topic. In order to enhance plan quality, each participant presented his or her plan in
the group and the other participants provided constructive feedback. Participants mentally
simulated the actions inherent in their plans (“Probehandlung” = mental simulation of action,
Frese & Zapf, 1994); this included their own personal initiative actions, ways to deal with
barriers, methods for monitoring effects of their actions, and ways to reinforce themselves for

successful plan implementation. This was a mental simulation aimed at preparing participants for
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the execution of active career self-management behaviors when returning to their regular work
environments.

Three months later, during the one-day follow-up, participants orally presented the
actions they had taken for the execution on their personal development plans and talked about
both positive experiences and the career development barriers they had encountered. In addition,
a Human Resources expert answered questions about job transitions and career development in
the organization.

Thus the intervention was geared toward developing a personal plan for career control,
applying self-management strategies (self-control), and increasing the degree of implementation
of plans after training. The company intent in providing such training was to optimize the
placement of employee talents, to get employees to take control of their own careers (instead of
waiting for the company to act), ultimately to enhance career satisfaction, and to keep employees
on rotation within the organization. The organization considered it desirable for employees to
change positions every two to four years as an experiential way to develop new skills.

The career self-management training intervention and measurement of outcomes
occurred over almost 4-month training cycles, with a total data collection time of almost three
years. Due to practical constraints, we measured different variables at different pre- and post-
intervention times. That is, to keep the amount of measurement to a minimum at any one time,
variables that were expected to be affected immediately were measured closer in time to the
intervention, and variables expected to be affected only in the long run were measured later.

Regarding the 360-degree feedback in particular, participants distributed and collected
results of their own 360-degree feedback surveys, entered them into a special computer program,
and brought the resulting printouts to the workshop. This happened prior to training and in
compliance with German legal requirements that demand maximum control over one’s own
personal data. In the course of collecting their 360-degree feedback sheets, feedback was
supplemented with practical examples and explanations by colleagues, supervisors, or friends.
The employees providing the 360-feedback information were informed that the surveys were for
developmental purposes in the context of the workshop and were asked for their open and honest
feedback. In addition, they were encouraged to enrich the written feedback with qualitative
comments and information pertaining to specific situations. Anonymous 360-degree survey

feedback either through an outside vendor or an internal unit would have been unfeasible to
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deploy in the light of restrictive German labor and co-determination laws. The participants had to
be able to control the access to their own data. Therefore, we cannot rule out the possibility that
lack of anonymity might have affected respondent’s honesty. The fact that these data were
known to be for purely developmental purposes instead of evaluative performance-appraisals
might have allowed the respondents to be more honest about their feedback. At the same time,
respondents might also be careful about the feedback they give, if they want to maintain good
working relationships with participants. As a qualitative observation, however, many participants
stated that the honest and often difficult talks they had in the context of the 360-degree feedback

were very valuable and provided a good opportunity to fully understand the feedback.

2.2.3 Measures

All questionnaire measures, instructions, and exercises were conducted in German.
Measures originally published in English were translated by the author into German, retranslated
from German into English by a native German speaker fluent in English, and then errors were
corrected by consensus between the two translators.

Reaction measure. Participants rated their reactions to the training on a 5-item, 5-point
Likert scale that was adapted for the career development training content and originally taken
from Frayne (1991). Two sample items for employee reaction were “The training helped me to
identify obstacles that hinder my professional advancement.” and “The training I received helped
me to set goals for my professional advancement.” The scale showed an adequate reliability at
both t2 (alpha =.75) and t3 (alpha =.77).

Knowledge of strengths and weaknesses. Participants rated their self-knowledge on a 5-
item, 5-point Likert scale from 1 - not at all to 5 - very much regarding the extent to which they
knew (a) about their own strengths and weaknesses in their current job, (b) how to utilize their
strengths for professional success, (¢) which weaknesses they had to work on in order to develop
into their desired position, and (d) the fit of their personal values to the job. Because the items
tapped different content areas, this learning measure was not a unidimensional scale, but was an
index. Therefore, it had low internal consistency, especially at the pretest (alpha at t1 = .56); at t3
the alpha was .69. Alliger, Tannenbaum, Bennett, Travor and Shotland (1997) noted that learning
measures often show lower reliabilities than other training criteria because they are more

heterogeneous in content and cover a broader conceptual range. Two sample items were “I know
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about my own strengths and weaknesses in my current job” and “I know which weaknesses I
have to work on in order to develop into my desired position.”

Goal commitment. The measure of goal commitment consisted of 5 items answered on a
5-point Likert scale from 1 - strongly disagree to 5 - strongly agree (Klein, Wesson, Hollenbeck,
Wright & DeShon, 2001; Hollenbeck, Klein, O’Leary & Wright, 1989; alpha at t1 = .75, alpha at
t2 =.76). Two sample items were “I am strongly committed to pursuing this goal” and “It would
not take much to make me abandon this goal” (reverse scored).

Plan quality. Participants indicated the extent to which their plan contained elements of a
“good” plan as taught in the training, such as separate steps, a timeline for finishing the
implementation, potential barriers or risks, alternative or fallback plans, time points for
monitoring and a mixture of time ranges (short-/long-term perspectives). This 9-item measure (t1
alpha = .96; t2 alpha = .77) was developed specifically for the study. Two sample items were
“Please indicate to what extent the following items are contained in your plan (1 — not at all to 5
—very much): (1) separate action steps; (2) a time frame on when I want to implement my plan.”

Active career self-management behaviors. For practical reasons, the career self-
management measure in this chapter (antecedents) was a shorter subset of the measure described
in more detail in the chapter three (consequences). When collecting the data for this study, the
full measure could not be used, because the four items specific to the intervention would not
have made sense to participants; that is, items referring to a plan for the comparison group are
irrelevant when a plan has not yet been formulated. For the present study, therefore, only the
two more generic items on seeking alternative solutions and amount of monitoring (t1 interitem r
=.58; t3 interitem r = .30) were administered.

The measures used in the analyses were administered at different time points. Reaction,
knowledge regarding one’s own strengths and weaknesses, goal commitment, and quality of the
career self-management plan crafted during the training were measured directly after the training
(t2), because these measures centrally reflect the content of the training. Active career self-
management behaviors were measured three months after the training (t3), as it was assumed that

self-management would show its value primarily in the implementation phase.

2.2.4 Research Design
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In order to investigate the effects of the intervention on active career self-management
and its mediators which functioned as antecedents, a quasi-experimental design was used. More
specifically, we used an institutional cycle design (Cook, Campbell & Peracchio, 1993), with
cohorts starting training at different times. Each cohort spent over 4 months to complete the
study. Twenty-one training sessions (10 employees each) from which data were collected were
staggered over a period of two years, with a new cohort starting almost every month.

After the data were collected, individual participants’ data were randomly assigned to an
experimental or comparison group, and the posttest scores of the experimental group were
compared with the pretest scores of the comparison group. On average, the data collection for
the pretest scores of the comparison group was done at the same time as the data collection of the
posttest scores of the experimental group, providing the design illustrated in Figure 2.2 (using the

notation style from Cook et al., 1993).

Figure 2.2. The Quasi-Experimental Design after Random Assignment.

Experimental Group: R O X O

Comparison Group: R O

Note: R indicates individuals were randomly assigned to experimental and comparison groups; X = Intervention; O
= Observation

The quasi-experimental design of this study controlled for potential effects of timing,
history, selection, and maturation, but not testing (Cook et al., 1993). This is not a true
experiment, however, because the experimental group had a pretest, but the comparison group
did not. We computed path analysis (using AMOS) on these data in order to simultaneously test
effects of the intervention and the hypothesized model of the antecedents of career self-
management behaviors (Figure 1). The root-mean-square error of approximation (RMSEA) with
a recommended cut-off score of .06 and the comparative fit index (CFI) with a recommended
cut-off score of .95 were used to indicate good model fit in both path analyses (Hu and Bentler,

1999).

2.3 Results
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Preliminary analyses
The participants generally liked the training and thought it was worthwhile to attend (i.e.,
reaction criteria; Kirkpatrick, 1976). The absolute mean for the reaction measure at time 2 was
high (M= 4.04, SD=0.65, on a five-point scale) but decreased significantly from time 2 to time 3
(M= 3.86, SD= 0.66) with an F (1,186) = 19.48, p<.000, n2= .10. Nevertheless, the mean at time
3 was still high enough to indicate the participants liked the training.
Main Analyses

The model explains how a career-focused intervention increases active career self-
management behaviors through knowledge of one’s strengths and weaknesses and through goal
commitment, which in turn affect plan quality (Figure 2.1). Consistent with the model predicting
active career self-management, the correlations in Table 2.1 show that knowledge of strengths
and weaknesses measured at two time points was related to plan quality at time 2, goal
commitment at time 2 was related to time 2 plan quality, and plan quality at both time points was

related to active career self-management at time 3.

Table 2.1

Intervention to affect active career self-management: Correlations

Variable 1 2 3 4 5 6 7 8
1. Knowledge of strengths and ~ ----
weaknesses at t1
2. Knowledge of strengths and ~ .25%* ----
weaknesses at t2
3. Goal commitment at t1 .09 .02 -
4. Goal commitment at t2 .02 15 60%Fx
5. Plan quality at t1 21%% .06 B Y
6. Plan quality at t2 A8*  20%Fx 11 24%% 0 30%FF o
7. Active career self- 21%* .03 15 .07 AgFFE 5% e
management behaviors at t1°
8. Active career self- .14 12 18%* 20% 0 33FEE D HE FPREE
management behaviors at t3°
Note. N=156. *p<.05. **p<.0l. ***p<.001. *Active career self-management behaviors were

measured with two items.

In order to test whether the training had the intended effect on the four variables
knowledge of strengths and weaknesses, goal commitment, plan quality and career self-
management behaviors, a repeated-measures MANOVA was computed to test for an overall

training effect on the four variables over time. This MANOVA was significant with a Wilks-
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Lambda of .32 (df=1,155, p<.001, partial n>= .69). Self-knowledge of strengths and weaknesses,
goal commitment, plan quality and career self-management behaviors all increased significantly
from pretraining to posttraining (univariate results in Table 2.2). Therefore, one can conclude

that the training had the intended effects.

Table 2.2

F-tests with repeated measure

Variable/Scale MTI SDTI MT2 SDTz MT3 SDT3 F df d

Knowledge of 3.76 048 4.17 051 - ---- 38.00%** 197  0.85
strengths/ weaknesses

Goal commitment 391 0.60 429 057 - ---- 96.36%** 189  0.63
Plan quality 1.82 094 314 057 - -—-- 256.45%** 171 1.21
Career self- 244  0.84 - --- 3.08 0.74 80.97*** 158  0.76
management

behaviors

Note. * p<0.05 ** p<0.1 ***p< 00l

In addition to the within-group analyses, between-group analyses were also computed,
comparing the comparison and experimental groups. The overall MANOVA was significant with
a Wilks-Lambda of .45 (df = 4,171, p<.001, partial n2= 44). Table 2.3 shows means, standard
deviations and univariate ANOVAS.

Similar to within-subjects analysis, all effects were significant. The intervention showed
both within- and between group effects described in Figure 2.3 that translate into d’s of 0.69 for
goal commitment, 0.88 for knowledge of strengths and weaknesses, 1.54 for plan quality and
0.72 for active career self-management behaviors, respectively. The intervention was related to
significant gains in self knowledge, plan quality, and goal commitment, which supported
Hypothesis 1, demonstrating the intervention was reasonably successful in affecting these
mediating variables in the model. The effects for plan quality were the strongest.

Figure 2.3 presents the path analysis, which generally supported the model predicting
active career self-management (x> = 3.54, df = 2, p = 0.17, root means square residual [RMR] =
.01; root mean square error of approximation [RMSEA] = .07; normed fit index [NFI] = 0.99;
relative fit index [RFI] = 0.93; comparative fit index [CFI] = 0.99).
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Table 2.3
F-tests using randomly assigned comparison and experimental groups

Comparison Experimental group

group
Variable n M SD M SD F d
Knowledge of 205 376 050 4.20 0.48 40.84%** 0.88
strengths/
weaknesses
Goal commitment 199 388 059 4.29 0.60 23.01%** 0.69
Plan quality 187 .72 097 3.21 0.56 179.92%** 1.54
Career self- 180 252  0.86 3.14 0.72 26.93%%* 0.72
management
behaviors

Note. * p<0.05 ** p<0.1 *¥*% p <.001. The comoparison group and experimental group were based on
random assignment. For the comparison group only pretest values were taken. For the experimental group only
posttest values were taken (all t2 scores except for career self-management behaviors, which were measured at t3).

Figure 2.3. Path Analysis of Training Evaluation for Active Career Self-Management Behaviors.

Goal commitment (Goals)

Active career
RYET D5k self-management
' ' behaviors
. Execution
Intervention 48***% | Plan quality (Planning) AzrEx ( )
T A
43FE* Q3FA*

Knowledge of strengths and
weaknesses (Information
collection)

.01, n.s.

Note: The link from training to active career self-management behaviors was not in the hypothesized model. It was
included here to show, (with its nonsignificance) that there was no evidence for partial mediation rather than full
mediation.

The knowledge and goal commitment gains, in turn, were also significantly related to the gain in

plan quality, which supported Hypothesis 2. Plan quality was the only mediator with a significant
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direct path to active career self-management behaviors, supporting the model in which the effects
of the other two mediators occur only through plan quality. Thus, Hypothesis 3 was fully
supported as well. Overall, the results suggest that it is possible to increase employees’ active
career self-management behaviors with a focused intervention, and that this intervention impacts
variables representing the goal setting, information collection and plan generation features of the
action process. Plan quality plays a prominent role in the development of active career self-

management behaviors.

2.4 Discussion

The present study provides evidence that action regulation theory (Frese & Zapf, 1994;
Hacker, 1982, 1985) can help to explain employees’ behaviors regarding the control of their own
careers and career development. The present study showed that a focused intervention increased
knowledge of strengths and weaknesses, goal commitment, plan quality and career self-
management behaviors. Furthermore, the results imply that it is possible to induce people to
engage in such self-regulatory behaviors. Personal initiative and an active approach turned out to
be useful underlying concepts for the intervention, especially for the parts of planning and the
execution in the action process model. Employees reported an increase of active career self-
management behaviors subsequent to the intervention. In addition, increased goal commitment
and enhanced self-knowledge about strengths and weaknesses were important for developing
one’s own differentiated plan. This high-quality plan played in turn a prominent role for
engaging in active career self-management behaviors after the training. The path analysis, based
on randomly assigned training and comparison groups, suggested that these increases were
caused by the training intervention. Unfortunately, previous studies which investigated the
training of self-management behaviors (Frayne & Geringer, 2000; Frayne & Latham, 1987,
Godat & Brigham, 1999; Latham & Frayne, 1989) differ too much in theoretical rationale,
investigated variables and published statistics to allow for a more specific comparison with
regard to training effectiveness. Overall the results imply that self-management principles that
had been used for more specific behaviors (e.g., attendance) in past research can be successfully
expanded to self-control of the more global and complex goal-directed actions necessary for

career development. These results were obtained with a relatively brief self-management
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intervention (a three-day original intervention and a one-day follow-up) and less specific task

goals than in previous studies which investigated self-management behaviors.

2.4.1 Limitations

Although the intervention had the predicted results on variables representing goal setting,
knowledge of strengths and weaknesses, plan quality and career self-management behaviors, and
random assignment of comparison and training groups provide some causality to be inferred, this
study clearly has some limitations.

One limitation is that except for the intervention itself, which was a key variable in this
study, the other variables were measured with self-reports. Although career development
research might benefit from a multi-method approach, a good reason for reliance on self-reported
data is the confidential nature of career development itself; also, employees are the best source of
information for psychological variables such as career satisfaction or goal commitment, because
only they have direct access to these inner states. In addition, there is often no adequate outside
observer available for the active career self-management behaviors or organization
responsiveness. Spouses, managers or coworkers, for example, do not necessarily know the
employees’ entire career development plan and behavior. Kazdin (1974) noted that self-
observation provides more complete data than outside observers, due to the range of target
behaviors known only to one’s self. Furthermore, some of the variables were probably less
subject than others to distortion based on self-reports. However, self-report data still must be
viewed and interpreted with caution (Godat & Brigham, 1999).

A second limitation is that two variables, knowledge of strengths and weaknesses and
active career self-management behaviors, had relatively low alphas. This might have attenuated
some of their empirical relationships with other variables. however , the fact that the path
analyses rendered good results despite the low alphas seems to indicate that the concepts are
indeed related.

A third limitation is that the study uses a quasi-experimental rather than a true
experimental design, making causal inferences less certain. Even though random assignment was
used in the intervention study, which examined the effects of the action-regulation intervention
on active career self-management behaviors, the experimental group received a pretest, whereas

the comparison group did not. Although the pretest could be interpreted to be a part of the
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intervention, one could also argue that participants were basically taught how to respond to some
of the posttests. Therefore, random assignment controlled for some threats to internal validity
(e.g. history effects), but others, particularly priming (testing effects; Cook et al., 1993), halo,
and Hawthorne effects cannot be ruled out.

Regarding the measurement of self-management behaviors in particular, it was not
possible to ask all of the items at pretest; it would have been illogical to ask the participants what
parts of their plan they had implemented or had been reinforced for before they had made a plan.
Thus, a pre-post comparison of self-management behaviors (in the antecedents part of the study)
only made sense for two of the items of the measure. Based on their execution/monitoring
experiences in the last three months, participants were able to give more information about their
active career self-management behaviors after the intervention. Participants learned cognitive
and behavioral content in the intervention, implemented it during a three-month period, and then

answered the questions about their behaviors.

2.4.2 Theory, Practical Implications and Future Research Directions

On a theoretical level, an important observations is that action regulation theory and
especially the action process model based on it (Frese & Zapf, 1994) have merit not only with
regard to self-regulatory functions of individuals, but also with regard to the design of
interventions. Getting veteran employees to manage their own careers can be very difficult (e.g.
see Kossek, Roberts, Fisher, & DeMarr, 1998), but developing interventions based on action
regulation theory might be a key to success. The results support the unique combination of goal-
setting, information collection, and planning functions to affect behavior, especially with the
underlying concepts of personal initiative and active orientation, and this approach is a promising
avenue for further research in training transfer and self-management behaviors in organizations.

On a practical level there are two conclusions. First, organizations can benefit from
embracing a self-management approach in their career development training, in which
employees become active in fostering their own careers. In such programs, employees might
even take some of the responsibility for employee development from the supervisor’s and HR
manager’s workload. Thus, both organizations and individuals are likely to benefit from this type

of intervention.
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Second, self-management might also be applied to other areas of corporate training, such
as leadership development. Overall, the development and application of implementation plans is
likely to ensure training transfer in almost every field of skill development.

The influence and impact of organizational career management practices as well as
common organizational decisions such as restructuring and downsizing can make it seem
uncertain whether it is possible for employees to develop and execute their own career plans in
today’s global economy. The present study showed that employees can exert personal control
over their careers and that taking this responsibility entails changes in important career
behaviors. Both employees and organizations can benefit from employees’ execution of personal
control with regard to career development. Especially in times of economic decline, insecure
careers and job status, gains in personal control and their subsequent positive outcomes become

increasingly important.
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3. Consequences of Career Self-Management Behaviors

The third chapter clarifies the role of active career self-management behaviors for career-
related feedback variables, such as organizational responsiveness, pay increase, or speed in job

transition.

3.1. Literature Review and Hypotheses

The third chapter focuses on the final element of action theory: feedback from the
environment. In the context of the present study this refers to organizational responsiveness, pay
increase, and speed in job transition. The goal of the chapter is to expand our knowledge on the
relation of individual control of career-relevant variables and career development by seeking to
clarify the role and importance of active career self-management behaviors for career
development and career satisfaction. Managing careers is difficult yet necessary for both
individuals and organizations (Arnold, 2001), and career management practices in an
organization shape employee attitudes toward their career (Eby, Allen & Brinley, 2005). Despite
the importance of career management, little is known about transitioning processes on an
individual level, and researchers have commented on the need for additional research on career
management strategies and their effectiveness (Boudreau, Boswell & Judge, 2001).

The model (Figure 3.1) explains how implementing active career self-management
behaviors (execution) affects career satisfaction, either directly, or through different feedback
variables from the organizational environment. The action process model suggests the
importance of feedback from the organizational environment, such as organizational
responsiveness, pay increase, or speed in job transition. In order to evoke feedback from the
environment, another plan-related variable is crucial to feedback: plan implementation. Change
in career satisfaction was used as the ultimate outcome variable of this process. The model was
tested in a longitudinal field quasi-experiment over a six—month period. As shown in Figure 3.1,
there are three paths from active career self-management behaviors to career satisfaction, and

these are now discussed.
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Figure 3.1. Model of the Consequences of Active Career Self-Management Behaviors.
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Note. In this model, active career self-management behaviors, organizational responsiveness and career plan
implementation were measured three months after the training (t1). Pay increase,speed in job transition and career
satisfaction were measured nine months after the training (t2). Career satisfaction change was measured at t1 and
residualized, controlling for career satisfaction at one month prior to training. Variables at the left of the dotted line
were measured at t1 (three months after the intervention), the ones to the right at t2 (nine months after the
intervention).

Self-management consists of exerting control over the environment and one’s actions
(Frayne & Geringer, 2000). Behavioral and cognitive strategies assist individuals in structuring
their environment, establishing self-motivation, and facilitating behaviors appropriate for
attaining performance standards (Manz, 1986). Self-management encompasses six dimensions:
self-assessment, goal setting, self-monitoring, self-evaluation, written contracts, maintenance,
and relapse prevention (Nerdinger, 1995; Kanfer, 1977; Frayne & Geringer, 2000). Interventions
that applied self-management behaviors in organizations have been very successful in areas such
as job attendance (Frayne & Latham, 1987; Latham & Frayne, 1989), reduction of problematic
workplace behaviors (Godat & Brigham, 1999), and sales (Frayne and Geringer, 2000). All of
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these were rather specific, short-term employee behaviors, and evidence about interventions to
attain more complex, longer-term goals (e.g. career self-management) is lacking.

When actions are successful so that goals are achieved and positive feedback is received,
action theory predicts positive affect to increase (Pekrun & Frese, 1992). Thus, satisfaction with
career development should increase. This prediction is also in line with other agency theories
(Bandura, 1986, 2001). Career researchers have investigated many variables, such as
motivational, demographic, human capital, organizational, and objective career variables (e.g.,
Judge, Cable, Boudreau, & Bretz, 1995; Seibert, Crant & Kraimer, 1999; Wayne, Liden,
Kraimer, & Graf, 1999; Boudreau, Boswell & Judge, 2001; Seibert, Kraimer & Liden, 2001)
with regard to career satisfaction. The relationship between career self-management behaviors
and career satisfaction has not received much research attention, but there are good arguments
for a strong relationship. In accordance with self-efficacy theory and the concept of human
agency (Bandura, 1986, 2001), employees engaging in more career self-management behaviors
should be more satisfied with their progress and careers later, because they have been more
actively involved and thus should have a greater sense of psychological ownership over their
own their career and a higher level of control. Generally, employees like more control,
participation, empowerment, autonomy etc. and so it was expected that career self-management
behaviors could affect career satisfaction directly and regardless of other payoffs involved. Thus,
there should be a direct effect of active career self-management behaviors on career satisfaction.

Hypothesis 1: Active career self-management behaviors will be positively related to

career satisfaction.

Active career self-management behaviors can influence one’s career success also via
influencing the objective organizational conditions. Career self-management behaviors are
behaviors geared toward the successful implementation of one’s own career plan, for example.
monitoring the success of one’s plan, seeking alternative solutions when obstacles appear, or
receiving positive feedback when results have been achieved. Employees who self-manage their
career plans attempt to influence the organization to be more responsive by helping their careers.
Organizational responsiveness (Sturges, Guest & Mackenzie Davey, 2000, refer to this concept
as organizational career management) includes organizational advancement efforts, such as

providing mentoring, training opportunities or skill-development, and informal networking.
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Organizational conditions can be career-supporting or career-blocking, and the active employee
attempts to increase organizational career support as much as possible. Employees who have a
high degree of active career self-management behaviors increase organizational feedback and
will more likely be perceived as able and standing out (thereby increasing organizational
responsiveness). In terms of action theory, the organization provides a richer positive feedback
environment to the employees. Organizational responsiveness to career management should lead
to visible positive outcomes, namely pay increases, which in turn relate to career satisfaction.
Pay increase is something the organization can control, and something that should lead the
employees to be more satisfied with their careers. It is unlikely that self-management without
organizational responsiveness should lead to pay increase (at least in a merit-based performance
system). Therefore, the hypothesized path influences pay increase via organizational
responsiveness. Organizational responsiveness might also help to increase career satisfaction,
since more developmental career measures like this intervention should lead individuals to be
more satisfied with their goal advancement, skill development, and overall career goals. If the
developmental career measures remain unmatched by pay increases in the long run, however, it
is unlikely that the effect on career satisfaction will be very strong, which is why no direct path
from organizational responsiveness to career satisfaction was included.

Hypothesis 2: There is a mediated path from active career self-management behaviors

via organizational responsiveness and pay increases to career satisfaction.

The lower part of the action process model in Figure 3.1 suggested active career self-
management behaviors can influence one’s career success by how well a career plan is
implemented (execution). Active career self-management behaviors are related to investing time
and effort into putting one’s career plan into action. Therefore, employees who learn to self-
manage their careers to a greater extent should implement their plans to a greater degree. The
action process suggests further that plan implementation is crucial and that individuals who
implement more action items of their plans after three months should be more successful in their
job transition. Additionally, people with a higher plan implementation will take any opportunities
that appear (see Gollwitzer, 1999), which results in higher speed in job transition. Because action
plan implementation is crucial, it helps if self-management behaviors are focused or targeted

through plan fulfillment to affect the environment. Therefore, there is no direct path from active
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career self-management behaviors to speed in job transition. Speed in job transition reflects the
time it takes for employees to get what they intended in terms of career development: better jobs
with increased job scope and responsibilities. The faster employees change to new jobs or take
over increased responsibilities, the more satisfied they should be with their progress towards skill
development and advancement. Increasingly better jobs should lead employees to become more
satisfied with their career paths.

Hypothesis 3: There is a mediated path from active career self-management behaviors

via career plan implementation and speed in job transition to career satisfaction.

3.2 Method
3.2.1 Sample

Participants were 205 white collar employees of a large, Western-Europe based global
technology company who had been participants in a career development intervention (see study
one). They held jobs in different business units, such as control, sales, purchasing, software
development, service, quality management, human resources and logistics. They averaged 32.0
years old, had been with the organization for 6.3 years and on their current job for 2.6 years.
About 33.7% were female, and 68.3 % had a graduate degree at a university or polytechnic
institution.

There were two measurement times: Three months after the training intervention and
directly before the follow-up one-day intervention (n at t1= 188), and nine months after the
intervention (n at t2= 172). Response rates ranged between 92 and 84 percent at the different

data collection times, considering that 205 employees had originally participated in the training.

3.2.2. Procedure and Intervention

Three months’ prior to the first measurement point (t1) participants had received a three-
day career development intervention which aimed at the generation of career self-management
behaviors. It is explained in more detail in study one. The design of the intervention was guided
by action theory (Frese, 2005) along different elements of the action process model: goal
development, information collection, plan generation, and plan execution/monitoring. During the

training, participants developed a plan for their own career development which they executed via
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active career self-management behaviors upon their return to the workplace in the following
three months.

During the one-day follow-up after three months, participants orally presented their
personal development plans actions they had taken, talked about positive experiences and career
development barriers they had encountered, and had the opportunity to ask career development-
related questions to a Human Resources expert.

An underlying foundation of the intervention was learning to be proactive and persistent
in one’s career, which is related to the concept of personal initiative (Frese & Fay, 2001). One of
the key messages in the training sessions was that participants should take an active role in their
own career development, rather than waiting for supervisors or human resource experts to take
the initiative. Because the intervention was company-sponsored, the approach focused more on
how people could improve their value to the employer in different capacities that might lead to
within-company career opportunities, and it focused less on political behavior, impression-
management tactics or even changing employers than some models of career self-management
would suggest (e.g. King, 2004).

Thus, the intervention was geared towards developing a personal plan for career control,
applying self-management strategies, and increasing the degree of implementation of plans after
training. The company’s intent in providing such training was to optimize the placement of
employee talents, to get employees to take control of their own careers (instead of waiting for the
company to act), ultimately to enhance career satisfaction, and to keep employees on rotation
within the organization. The organization considered it desirable for employees to change
positions every two to four years as an experiential way to develop new skills.

The career self-management training intervention and measurement of outcomes
occurred over almost 10-month training cycles which led to a total data collection time of almost
three years. Variables that were expected to be affected immediately were measured closer in
time to the intervention, and variables expected to be affected only in the long run were
measured later in order to keep the amount of measurement to a minimum at any one time. The
present study focuses on variables that were measured only at one point in time, either time 1 or
time 2, with the exception of career satisfaction which was measured originally one month

before the intervention took place (for details, see 3.2.3).
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3.2.3 Measures

All questionnaire measures and instructions were conducted in German. Measures
originally published in English were translated by the author into German, retranslated from
German into English by a native German speaker fluent in English, and then errors were
corrected by consensus between the two translators. For item characteristics for the scale career
self-management behaviors please see Appendix A.6.

Active career self-management behaviors. Participants reported on 6 items with 5-point
Likert scales the extent to which they had applied self-management behaviors. Two of the items
were adapted from a longer measure by Frayne (1991): successful relapse management after
forgetting to monitor, and implement the rest of the plan. Four other items were specifically
about behaviors taught in the intervention: seeking alternative solutions, successfully
overcoming barriers, amount of monitoring, and positive reinforcement. All items were answered
on five-point scales, and each item had specific labels on the answer points. For example, the
item “How actively did you seek alternative solutions to pursue your plan?” had the response
categories 1 - not at all active to 5 - very active. The reliability for this measure was alpha = .67.

Career plan implementation. The plans were individually tailored, and therefore each
plan differed, but the total number of action items from the plan were divided into the number of
items that the participants had already implemented at t1 and multiplied by 100 to calculate a
percentage. This percentage indicated the degree of career plan implementation at t1, regardless
of the content or difficulty of any single action item. Due to data collection difficulties and
subsequent missing data, this percentage of career plan implementation variable could be
obtained for only 133 participants.

Organizational responsiveness. Organizational responsiveness (alpha = .72) was
measured with the Organizational Career Management Scale (Sturges, Guest & Mackenzie
Davey, 2000). It consisted of eight 5-point Likert items with a response scale from 1 - strongly
disagree to 5 - strongly agree and described whether employees experienced career management
activities by the organization during the last three months, such as training (other than the career
self-management training intervention of the present study), getting feedback or skill
development on the job, receiving career advice, getting a mentor, or being introduced to

important people. Two sample items for organizational responsiveness were “My boss has given
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me clear feedback on my performance.” and “I have been given a mentor to help my career
development.”

Pay increase. Participants indicated the percent increase in their pay since training (No
increase, or 10, 20, 30, 40, or more percent increase). Because some participants refused to give
detailed information and others were unaware of the nature or amount of their actual pay
increase, scores could only be obtained for n = 126 participants at t2. Due to the nature of the
sample, with multiple intraorganizational groups, data bases, and sites involved, collection of
corporate records data was not feasible.

Speed in job transition. Speed in job transition was measured as the reverse score of the
number of months between workshop attendance and job transition. The number of valid
answers at t2 for this variable was n = 160 participants. Participants were asked when they had
experienced the job transition, and the number of months between the workshop and the job
transition was calculated.

Career satisfaction. Career satisfaction (alpha = .72) was measured on a 5-item, 5-point
Likert scale from 1 - strongly disagree to 5 - strongly agree developed by Greenhaus,
Parasuraman and Wormley (1990). It entailed satisfaction with income goals, advancement
goals, career success, skill development goals and overall career goals. Two sample items were
“I am satisfied with the progress I have made toward meeting my overall career goals.” and “I
am satisfied with the progress I have made toward meeting my goals for income.” Career
satisfaction was measured one month before the career development intervention and t2 (nine
months later) in order to tap changes as an ultimate outcome.

As noted earlier, the variables were measured at different times. Active career self-
management behaviors, organizational responsiveness and career plan implementation were
measured three months after the training (t1), and it was assumed that self-management would
show its value primarily in the implementation phase. Pay increase and speed in job transition
were measured nine months after the training (t2). The ultimate criterion, change in career
satisfaction was measured one month prior to the career development intervention and at t2 (nine
months after the intervention) and was residualized, controlling for career satisfaction measured

before the intervention.
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3.2.4 Research Design

We used an institutional cycle design (Cook, Campbell & Peracchio, 1993), with cohorts
starting training at different times. Each cohort spent over 9 months to complete the study.
Twenty-one training sessions (10 employees each) from which data were collected were
staggered over a period of two years, with a new cohort starting almost every month.

For testing the relationships of active career self-management behaviors and
consequences, path analysis with AMOS was used to test the hypothesized model of the
consequences of career self-management (Figure 3.1). We controlled for gender and age
influences by residualizing the variables prior to AMOS analysis. Because some of the
participants had missing data on some variables, we used an imputation technique that estimated
missing data with a maximum likelihood estimation in AMOS, a procedure that uses all
information of the observed data in order to impute missing data. The root-mean-square error of
approximation (RMSEA) with a recommended cut-off score of .06 and the comparative fit index
(CFI) with a recommended cut-off score of .95 were used to indicate good model fit in both path

analyses (Hu and Bentler, 1999).

3.3 Results

Path-analysis examined the potential effect of active career self-management behaviors
on the final outcome, career satisfaction, via three different paths: first, in a direct way, second,
via organizational responsiveness and pay increases, and third, via career plan implementation
and speed of job transition (consequences, Figure 3.1).

Table 3.1 shows means, standard deviations, and correlations for all variables involved in
this analysis, controlling for age and gender. Consistent with the model, active career self-
management is correlated with organizational responsiveness, career plan implementation and
career satisfaction change, and pay increase is related to career satisfaction change. Speed in job

transition is not, however, related to career satisfaction.
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Table 3.1
Outcomes of active career self-management: Means, standard deviations (unresidualized), and

imputed partial correlations for all variables controlling for age and gender by residualization

Variable M SD 1 2 3 4 5 6

3 months after
intervention (t1)

1. Active career self- 2.98 0.57 ---

management behaviors®

2. Organizational 2.83 0.79  23%* -
responsiveness

3. Career plan 40.84 2497 28*%* .07 -
implementation

9 months after
intervention (t2)

4. Pay increase 0.88 0.58 .05 23%* .02 -

5. Speed in job transition 4.39 294 .07 .02 24%% .00 -

6. Career satisfaction 0.01 0.65 .30* .12 .07 25%% .03 ---
change

Note. *p<0.05 ** p<0.1 ***p<.00l. Overall N=197. * Active career self-management behaviors were
measured with six items. Correlations controlled for age and gender. Career satisfaction at t4 was residualized
(career satisfaction t1 was controlled) and, therefore, this variable can be considered a change from t1 to t4 career
satisfaction variable. All means and standard deviations are depicted before being residualized and imputed.

Overall, path analysis of the hypothesized model (Figure 3.2) revealed good fit (x> = 4.67,
df = 8, p = 0.79, root mean square error of approximation [RMSEA] = .00; normed fit index
[NFI] = 0.92; relative fit index [RFI] = 0.79; comparative fit index [CFI] = 1.00).

Figure 3.2. Path Analysis of Consequences of Active Career Self-Management Behaviors.
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Employees who executed more active career self-management behaviors three months
after the training were more satisfied with their progress and careers six months later (nine
months after the training; = .29), supporting the idea that proactive involvement to control
one’s job transition is important for career satisfaction. Thus, the results of both correlations and
path analysis supported Hypothesis 1.

Employees who self-managed their career plans also experienced a higher degree of
organizational responsiveness ( = .23). This path has to be viewed with caution, however; when
running the same model on a smaller, non-imputed dataset (n=90), this path became non-
significant (B = .10). The other paths remained unchanged, which is a good indicator of the
robustness of the findings in the face of a strong reduction of statistical power. Organizational
responsiveness was positively related to pay increase (B = .23), which in turn was positively
related to career satisfaction (B = .24). Thus, the path via both organizational responsiveness and
pay increase partially mediated the relationship between active career self-management
behaviors and career satisfaction change, supporting Hypothesis 2.

Employees who executed more active career self-management behaviors also had
implemented their plans to a higher degree three months after the training (f = .28). This was, in
turn, positively related to a higher speed in job transition (f =.24). However, obtaining better
jobs more quickly was not positively related to a change in career satisfaction (f =-.05). Career
plan implementation and speed in job transition did not mediate the path from active career self-
management behaviors to career satisfaction, and therefore Hypothesis 3 was not supported.

Overall, active career self-management behaviors appear to have the strongest direct
influence on career satisfaction changes, followed by environmental feedback influences in terms

of organizational responsiveness and pay.

3.4 Discussion

The present study showed that the ramifications of an action regulation theory-based
intervention (Frese & Zapf, 1994; Hacker, 1982, 1985), such as career self-management
behaviors, can explain employees’ influence regarding the control of their own careers and

career development. It provided evidence that active career self-management behaviors can
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influence career satisfaction change via two different paths: first, in a direct way, second, via
organizational responsiveness and pay increases. The third path, via career plan implementation
and speed of job transition, was not confirmed.

One contribution of the present study was to clarify the role and importance of active
career self-management behaviors for consequences related to career development. Active career
self-management behaviors were strongly linked to a subsequently measured, subjective
indicator of successful career development: career satisfaction. In fact, self-management
behaviors appeared to have the strongest effect on career satisfaction. Empirical evidence
confirmed both a direct path from active career self-management behaviors to career satisfaction
and a path that was mediated by organizational responsiveness and pay increases. However, the
path from active career self-management behaviors to career satisfaction via the mediators of
career plan implementation and speed in job transition was not confirmed. This suggests that pay
increases might be a more important predictor of career success than we had anticipated, more
important than job transitions. This possibility needs more study.

This latter finding, regarding the missing relationship between speed in job transition and
career satisfaction contradicts a macrolevel assumption that overall speed in career progress
should be linked to career satisfaction. Successful careers usually entail job improvements or
changes, and indicators of such transitions are often used as criteria in career research (e.g.,
Beehr, & Juntunen, 1990). The speed with which individuals progress through different positions
during the course of their careers can be seen as an indicator of career success, at least with
regard to (vertical) managerial careers. A possible reason for this finding might be that, although
speed in job transition might be strongly linked to career satisfaction for vertical managerial
careers, these were not the sole focus of the sample and the intervention. It is possible that in
order to feel satisfied with their careers, employees in this study placed more importance on
compensation, on their own involvement in the transition process, and possibly also on the
qualitative features or nature of the new job, rather than on pure speed in job transition. Future
research is needed to examine these possible explanations in more detail.

A key finding of the present study is that it is still important that active career self-
management behaviors were positively linked to two objective factors of career development:
pay increase (via organizational responsiveness) and speed in job transition (via career plan

implementation). These results show that self-managing one’s own career plan is an important
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topic for future career development research and that exerting personal control in career

development is indeed beneficial for employees as well as organizations.

3.4.1 Limitations

All variables in this chapter were measured with self-reports. Generally, career
development research might benefit from a multi-method approach; however, due to the
confidential nature of career development itself it seems warranted to rely on self-reported data.
Employees are the best source of information for psychological variables such as career
satisfaction or goal commitment, because only they have direct access to these inner states.
Spouses, managers or coworkers that might be outside observers for active career self-
management behaviors or organization responsiveness, do not necessarily know the employees’
entire career development plan and behavior. Due to the range of target behaviors known only to
one’s self, self-observation might provide more complete data than outside observers (Kazdin,
1974). Furthermore, some of the variables were probably less subject than others to distortion
based on self-reports. For example, to measure pay increases, employees calculated difference
scores of their pay compared to how much they earned prior to the training. Self-report data still
must be viewed and interpreted with caution, however (Godat & Brigham, 1999).

As a second limitation, the study was a mere field study and did not provide experimental
manipulation which allows to infer causation. Other variables might have been responsible for
the change in career satisfaction, and it is impossible to say that active career self-management
actually caused a change in career satisfaction.

Third, because of the preceding career development intervention the relationships
investigated may be confounded with training influences. This can potentially restrict the
generalizability of the findings. Studies which investigate career self-management behaviors in
other organizations that do not conduct career development interventions and generally do not
focus on employee growth and development might help to clarify whether these employees
actively self-manage their career in similar ways.

A fourth limitation is that the variable active career self-management behaviors had a
relatively low alpha (.67). This might have attenuated some of their empirical relationships with
other variables. The fact that path analyses rendered good results despite the low alpha seems to

indicate that the concepts are indeed related, however.
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A fifth limitation is the possibility that some of the participants might have had job
changes under way when receiving the intervention. While this would distort the results, it would
make it more difficult to find results confirming the second model if only some of these
outcomes were due to the active career self-management behaviors. Therefore, being able to

predict speed of job transition seems to suggest that these are robust findings.

3.4.2 Theory, Practical Implications and Future Research Directions

On a theoretical level, three observations can be made. First, active career management
behaviors aiming at increasing personal control have largely been overlooked in career
development research. Career researchers have investigated many variables, such as
motivational, demographic, human capital, organizational, and objective career variables (e.g.,
Judge, Cable, Boudreau, & Bretz, 1995; Seibert, Crant & Kraimer, 1999; Wayne, Liden,
Kraimer, & Graf, 1999; Boudreau, Boswell & Judge, 2001; Seibert, Kraimer & Liden, 2001)
with regard to career satisfaction. The results of the present study showed that employees’ active
career self-management behaviors are a core variable for career satisfaction, affect career
satisfaction in two ways, and should be considered as a predictor in future studies, because these
behaviors explain a large amount of variance in career satisfaction.

Second, the action regulation theory and especially the action process model based on it
(Frese & Zapf, 1994) have merit not only with regard to self-regulatory functions of individuals,
but also with regard to the design of interventions that create long-lasting effects. Career self-
management behaviors were influenced by the unique combination of goal-setting, information
collection, and planning functions, especially with the underlying concepts of personal initiative
and active orientation. In turn, career self-management behaviors were related to feedback-
related variables on an organizational (pay increase, speed in job transition) as well as an
individual level (career satisfaction).

Third, organizational responsiveness may contribute to employees’ career satisfaction
indirectly rather than directly, and especially through its effects on pay. Organizations that grant
training, mentoring, or skill development but will not let monetary development (pay increases)
follow are less likely to increase their employees’ career satisfaction. We speculate that they
might in the long run even contribute to greater dissatisfaction, because from the employees’
perspective a gap is created between what they ought to earn (because they are better trained,

perform better or know the right people) and what they actually earn. Organizational
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responsiveness may signal to employees that the organization expects more from them and that
they make a valuable contribution, but this might need to be followed by pay increases. A
supervisor’s well-meant compensatory idea of “If I cannot give my employee a raise this year, |
will at least give him or her a development opportunity” might be ineffective and create
disappointment and disengagement from the organization.

A conclusion on a practical level is that managers and human resource professionals
which aspire to change the career development practices within the organization should address
the importance of career self-management behaviors for enhancing career satisfaction. This
could entail communication and initiatives at the organizational level in which the topic of career
self-management is openly addressed so that employees understand the organization’s
expectations and their own responsibilities in the process. Supervisors and human resource
professionals would take on a supporting role. In addition, it is important that employees
understand the benefits of executing career self-management behaviors: That they can actively
influence how satisfied they are with their careers, that career self-management behaviors can
help to obtain organizational responsiveness which can eventually via pay increase influence
their career satisfaction, and last but not least that these behaviors will also help to change faster
into a new position. That way both organizations and employees can contribute to fostering a
culture of career development and to shape workplace attitudes that are consistent on both an

organizational and individual level.
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4. Positive Affect in Career Development

The fourth chapter investigates the concept of three facets of positive affect towards the
career (activation, interest and joy) in an applied setting. The focus of the study is two-fold: First,
to investigate whether active career self-management behaviors and role expansion influence a
change in these three facets of positive affect towards the career, and second to investigate how

changes in these three subfacets are related to change in job satisfaction and career satisfaction.

One of the variants of self-regulation theories is action regulation theory (Frese & Zapf,
1994; Hacker, 1982, 1985) which predicts positive affect to increase when actions are successful
so that goals are achieved and positive feedback is received (Pekrun & Frese, 1992). People learn
to manage their social environments in ways that regulate affect (Carstensen, 1992), and emotion
regulation “refers to the universe of physiological, cognitive, and behavioral strategies aimed at
increasing or decreasing the experience or expression of positive and negative emotions* (Kanfer
& Kantrowitz, 2002, p. 449). Experienced emotions rely on input from physiological, cognitive
and behavioral systems, and emotion regulation might be directed either at the determinants of
the emotion or toward the management of affective responses (Kanfer & Kantrowitz, 2002). As
stated by action regulation theory above, emotion regulation is tied closely to both the execution
of behaviors and feedback as input for experienced emotions.

Applying a two-dimensional taxonomy of emotion regulation strategies (Larsen, 2000)
with one dimension cognitive vs. behavioral and the second dimension being “directedness”, i.e.
changing the person or how they were feeling vs. changing the situation, this study focuses on
the behaviors that aim at changing the situation as well as the person’s feelings. It investigates
how career self-management behaviors and role expansion (behavioral processes attempting to
change the environment) influence changes in experienced positive affect (affective changes)
which in turn influence changes in job attitudes (attitudinal changes). Studying how people
attempt to control their responses to the work environment would meet a research need that has

been outlined as an interesting avenue for further research (Judge & Larsen, 2001).
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4.1. Literature Review and Hypotheses

Positive affect and its subfacets

Affect encompasses both moods and emotions, and the distinction between moods and emotions
lies in focus, duration and directedness. Emotions are linked to stronger action tendencies. One
versatile measure to tap emotions is the Positive Affect/Negative affect scale (PANAS; Watson,
Clark & Tellegen, 1988). This scale defines positive affect, which was used in this study, as
follows: “Briefly, positive affect (PA) reflects the extent to which a person feels enthusiastic,
active and alert. High PA is a state of high energy, full concentration and pleasurable
engagement, whereas low PA is characterized by sadness and lethargy” (Watson, Clark &
Tellegen, 1988, p. 1063). Positive affect is measured with self-report data and is a higher-order
factor in terms of valence (positive state) which embraces several distinct and discrete affects or
subfactors (Watson & Clark, 1992). In comparison to negative affect, positive affect has been
relatively understudied although it might be as important as negative affect due to its potential
role for general well-being (Clark & Watson, 1988). Positive affect relates rather to social
activity, satisfaction, and frequency of pleasant events (e.g., Watson, 1988). High-PA people are
enthusiastic, optimistic, and actively involved with life. They tend to have optimistic
expectations about the future and are highly sociable, preferring the company of others to
isolation (Watson, 2000). Positive affect fluctuates with seasons, weather, time of day, and day
of week (Clark & Watson, 1988).

Positive affectivity has been found to be related to sociability, helping behavior,
accuracy, and care in decision-making (George & Brief, 1992, Isen & Baron, 1991; Staw &
Barsade, 1993), job satisfaction (Agho, Mueller and Price, 1993; Connelly & Viswesvaran,
2000; Piccolo, Judge, Takashi, Watanabe & Locke, 2005), life satisfaction (Piccolo, Judge,
Takashi, Watanabe & Locke, 2005) as well as organizational commitment (Thoresen, Kaplan,
Barsky, Warren & de Chermont, 2003) and job search clarity (Coté, Saks & Zikic, 2006). The
relationship to job performance has been mixed, with both positive findings (Van Yperen, 2003;
Staw, Sutton & Pelled, 1994), as well as negative findings (Wright & Staw, 1999). Overall, it
seems likely to assume that different variables in the context of career development will be
related to affect towards career.

Recently, evidence has been presented for a tripartite model of positive affect (Egloff,

Schmukle, Burns, Kohlmann & Hock, 2003). The authors partitioned positive affect into three



Chapter 4: Positive affect in career development 52

subfacets: joy, interest and activation. Several experiments with a student population and
experimental tasks were conducted in which success and failure conditions as well as differing
levels of stress were manipulated; these studies revealed distinct development patterns of the
three subfacets over time. Preliminary analyses of the present study will investigate whether this
tripartite model of positive affect - here referring to affect toward one’s career - can be
successfully applied in a field study in an organization at different points in time. The tripartite
categorization has been suggested before, but with regard to employee attitudes, not affect. Eagly
& Chaiken (1993) suggested a tripartite categorization of attitudes into cognitive, behavioral and
affective elements as a framework to better understand the influences of personality on job
satisfaction. This study applies a similar idea: investigating the relationship between a tripartite
categorization of the career-related affect and both antecedents such as career self-management,
as well as consequences, such as job and career satisfaction. Activation, interest and joy would
parallel the behavioral, cognitive and affective elements that should influence the other variables.
They are not investigated as personality dispositions, but as state-like experienced emotions that

can change over time.

Link to career development: Towards a model of antecedents and consequences of positive affect

Figure 4.1 shows a model integrating the three hypotheses of this study, which tested
career self-management as an antecedent to the changes in positive affect (Hypothesis 1). Job
satisfaction (Hypothesis 2) and career satisfaction (Hypothesis 3) are investigated as

consequences of the changes in positive affect.

Antecedents to positive affect: Career self-management and role expansion

Overall, positive affect has not been studied in abundance in the field of career
development. Emotions have been studied with regard to “survivor syndrome” (Doherty, 1996),
which refers to employees who “survive” layoffs and remain in an organization (Brockner,
Grover & Reed, 1987), and there has been a call for a more interactive research between
judgment, feeling and action (Kidd, 1998).

Self-management consists of exerting control over the environment and one’s actions
(Frayne & Geringer, 2000). Behavioral and cognitive strategies assist individuals in structuring

their environment, establishing self-motivation, and facilitating behaviors appropriate for
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Figure 4.1. Model of Antecedents and Consequences of subfacets of positive affect.
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attaining performance standards (Manz, 1986). Self-management encompasses six dimensions:
self-assessment, goal setting, self-monitoring, self-evaluation, written contracts, maintenance,
and relapse prevention (Nerdinger, 1995; Kanfer, 1977; Frayne & Geringer, 2000).

Interventions that applied self-management behaviors in organizations have been very
successful in areas such as job attendance (Frayne & Latham, 1987; Latham & Frayne, 1989),
reduction of problematic workplace behaviors (Godat & Brigham, 1999), and sales (Frayne and
Geringer, 2000). Study one and two showed that career self-management behaviors can, in
addition, help to achieve more complex goals and produce longer-term consequences in career
advancement. In accordance with self-efficacy theory and the concept of human agency
(Bandura, 1986, 2001), employees engaging in more career self-management behaviors should
be more satisfied with their progress and careers later, because they have been more actively
involved and thus should have a greater sense of ownership over their own their career. This link
has been investigated in study two and an independent effect of career self-management
behaviors on career satisfaction was found. A second finding showed employees who self-

manage their career plans attempted to influence the organization to be more responsive by
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helping their careers, and organization responsiveness and pay increase served as mediators in
this path from career self-management behaviors to career satisfaction.

In order to prepare for future job demands, individuals need to regularly update and
expand their skills as a means of managing their development (London & Mone, 1999), and
people learn by coping with new experiences and novel work environments (McCauley &
Hezlett, 2002). Previous research has found transitions to unfamiliar job situations were
developmental for managers (McCauley, Ruderman, Ohlott, & Morrow, 1994) and breadth and
diversity of manager’s prior job assignments were related to organizational advancement (Lyness
& Thompson, 2000). Role expansion refers to expanding the scope of the current position and
growing into an enriched or even a completely new role via acquiring new professional
knowledge, skills and capabilities. It can be aimed at job enrichment on the current job, a lateral
career move, or taking over formal or informal responsibility for a team. It seems likely that
employees who expand their current role or grow into a new one might feel a higher level of
activation, for example by feeling inspired and attentive when they learn about new information
to advance their career and process it. Second, they might also feel an increase of interest and
determination when engaging into activities which help to change into a new role, such as
learning about new job content, processes or organizational constituents they interface with.
Third, when engaging in the process of growing into a new responsibility, it is likely that
employees feel joyful, excited, proud and enthusiastic - for example, with regard to the novelty
of the things they learn, or because they feel they have accomplished something and move their
development forward. Provided the tripartite model of positive affect can be reproduced in a
field setting, we would expect career self-management behaviors and role expansion to
positively influence employee affect towards their careers (see Figure 4.1).

Hypothesis 1: Career self-management behaviors and role expansion will be positively

related to employees’ activation, interest and joy.

Consequences of positive affect: Job Satisfaction and Career Satisfaction

There has been a debate on the influence of situational factors and dispositional variables
for job attitudes (Cropanzano & James, 1990, Staw & Ross, 1985; Gerhart, 1987) and overall,
evidence suggests both are predictors (Fortunato & Stone-Romero, 2001). According to

Bowling, Beehr and Lepisto (2006), it needs to be examined whether dispositions such as
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positive and negative affectivity have effects on temporal changes in job attitudes which in their
study encompassed among others both job and career satisfaction

Job satisfaction has been defined as “(...) a pleasurable or positive emotional state
resulting from the appraisal of one’s job or job experiences” (Locke, 1976, p. 1304). It being one
of the most widely studied concepts over almost 35 years of research in industrial and
organizational psychology, Judge, Parker, Colbert, Heller and Illies (2001) counted almost 7860
studies on job satisfaction, and a number of meta-analyses have been published that have
concentrated on situational determinants and dispositional influences on job satisfaction (Fried &
Ferris, 1987; Jackson & Schuler, 1985; Dormann & Zapf, 2001).

A positive relationship between positive affect and job satisfaction has been generally
supported by previous research (Agho, Mueller and Price, 1993; Brief & Roberson, 1989; Munz,
Huelsman, Konold, McKinney, 1996; Staw, Bell and Clausen, 1986; Watson & Slack, 1993). In
a meta-analysis on 15 studies, a sample-size weighted mean observed correlation corrected for
unreliability of .49 was found between positive affect and job satisfaction, and positive
affectivity accounted for 24 % of the variance (Connolly & Viswesvaran, 2000). Results from
longitudinal studies reported somewhat lower results between 12 and 20 percent of corrected
common variance, and the studies measured affect either via affective disposition (Staw, Bell
and Clausen, 1986) or neuroticism factor scores (Gustavsson, Weinryb, Goransson, Pederson, &
Asberg, 1997). Overall, direct approaches to study the relationship between affect and job
satisfaction explain between 10 and 20 percent of variance in job satisfaction (Dormann & Zapf,
2001).

A study by Heller, Judge and Watson (2002) suggests both dispositional and
environmental factors in job and life satisfaction to be present. This has been echoed by
Bowling, Lepisto and Beehr (2006), who investigated the influence of affective dispositions on
work attitudes such as job satisfaction and career satisfaction and concluded that the direction of
attitude change is due to dispositions as well as changes in the environment. The authors
encouraged future research on the subject of positive and negative affectivity in relation to
changes in job attitudes. The present study looked at changes in job attitudes, and it took a
somewhat different approach from previous research in investigating positive affect not as a
dispositional variable but as a state-like affect that can change over time. Following Eagly &

Chaiken’s (1993) tripartite categorization into cognitive, behavioral and affective elements
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which are applied as a framework to understand the influences of affect on job satisfaction, it can
be argued that activation, interest and joy would parallel the behavioral, cognitive and affective
elements.

Employees who actively self-manage their careers in order to instigate change to their
current job will more likely be satisfied with their jobs because they psychologically own the
results that emerged out of the change process. Both career self-management and role expansion
should lead to employees feeling inspired and attentive in terms of a higher level of activation,
feeling an increase of interest and determination, and feeling excited, proud and enthusiastic in
terms of joy about career progression and skill development. In addition, it seems likely that
employees who change into an expanded role, a role in a new function, or a supervisory role and
self-manage the transition process would be more satisfied both in their new job and in their
career due to newly acquired knowledge and behaviors, expanded responsibilities, for example
for leading a team, managing a budget, or organizing the work processes in their department.
Similarly to career satisfaction in study two, employees should have a higher level of control
over their current and future job and should be more satisfied with their progress and job
subsequently. It seems possible that changes in how employees feel about their career would be
related to a change in job satisfaction overall. In order to simultaneously investigate the potential
effects of positive affect and behavioral variables, both career self-management and role
expansion were added as predictors to the hypothesis (see Figure 4.1).

Hypothesis 2: Career self-management behaviors, role expansion and change in

employees’ activation, interest and joy will be positively related to a change in job

satisfaction.

Career satisfaction has generally been found to be related to a myriad of variables, for
example organizational sponsorship and stable individual differences (as opposed to human
capital or demographic influences which did not wield much influence - Ng, Eby, Sorensen, &
Feldman, 2005), career interruptions for male managers (Schneer & Reitman, 2005), and
structural characteristics of the job such as full-time vs. part-time work (Carr, Gareis, Barnett,
2003). Research on organizational context factors showed career satisfaction to be related to
training (Wayne, Liden, Kramer & Graf, 1999), the supervisor relationship in terms of Leader-

member exchange (Wayne, Liden, Kramer & Graf, 1999), contacts at higher levels, access to
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information, access to resources, career sponsorship, salary, promotions, number of employees,
general management (Seibert, Kraimer & Liden, 2001), mentoring (Allen, Eby, Poteet, Lentz &
Lima, 2004; Day & Allen, 2004; Wallace, 2001), and perceived services-job rewards fit that
meets different employee needs (financial, social etc. - Cable & DeRue, 2002). Investigating a
managerial sample, predictors for career satisfaction were objective career success variables
(salary, promotions offered, management level achieved), work-family conflict, support via
community ties, and interactions between gender, age and minority gender status with work-
family conflict (Martins, Eddleston & Veiga, 2002). However, no significant “main effects” of
family demographic variables on career satisfaction were found which corroborates prior
research finding demographic factors not to be related to career satisfaction (Gattiker &
Larwood, 1988). Career satisfaction was also found to be related to employee attitudes such as
organizational commitment (Carson, Carson, Phillips & Roe, 1996), turnover intentions (Igbaria,
1991), and job satisfaction (Beehr, Taber & Walsh, 1980).

It has been argued that theoretical models predicting subjective career success without
including dispositional variables may lead to an incomplete understanding (Ng, Eby, Sorensen,
& Feldman, 2005). This theoretical perspective has been generally corroborated by empirical
findings. Researchers found affective dispositions, such as extraversion (Boudreau, Boswell &
Judge, 2001; Seibert & Kraimer, 2001) and proactive personality (Eby, Butts & Lockwood,
2003) to be related to career satisfaction. Bowling, Beehr and Lepisto (2006) found both
demographic variables and affective disposition to predict career satisfaction five years later.
However, previous studies have not focused on changes in positive affect and career satisfaction
in times of transition when employees try to actively develop their career. Although some
authors found career satisfaction to be relatively stable over time (Schneer & Reitman, 1997),
others suggested a great need for future research on the subject of positive and negative
affectivity in relation to changes in job attitudes (Bowling, Beehr and Lepisto, 2006).

As already investigated in study two, employees engaging in more active career self-
management behaviors were more satisfied with their progress and careers subsequently, and
showed a higher level of career satisfaction. In addition, it seems likely that role expansion will
be positively related to career satisfaction, which encompasses professional development, career
advancement, and salary growth facets. Role expansion means to acquire new professional

knowledge, skills and capabilities which might render employees to be more satisfied with their



Chapter 4: Positive affect in career development 58

skill development, and it can potentially enhance employability for a wider range of jobs.
Whether role expansion is aimed at job enrichment, a lateral career move, or taking formal or
informal responsibility for a team, it is likely to provide more visibility in the organization which
generally is something that employees desire as a sign of career advancement that might make
them more satisfied with their career. Role expansion might also provide enhanced opportunities
for compensation. Overall, it seems likely that employees who expand their role and self-manage
their professional development would experience more positive affect towards their career.
Therefore they would feel more inspired and attentive in terms of a higher level of activation,
more interested and determined, and more excited, proud and enthusiastic in terms of joy about
their career progression and skill development. In turn, they should also display a higher level of
satisfaction with their career; thus career satisfaction should be influenced by both the behavioral
variables that aimed at changing the situation or role, as well as the affective variables. Both
career self-management and role expansion are included as predictors in the following
hypothesis that predominantly focuses on the relationship between positive affect and career
satisfaction, because their potential effects will be investigated simultaneously (see Figure 4.1).
Hypothesis 3: Career self-management behaviors, role expansion and employees’
activation, interest and joy will be positively related to career satisfaction.

4.2 Method

4.2.1 Sample
Participants were 205 white collar employees of a large global technology company,
headquartered in Germany, who had been participants in a career development intervention (see
study one). On average, they were 32.0 years old, had 6.3 years of organizational tenure, and 2.6
years of job tenure. About 33.7% were female, and 68.3% had a graduate degree at a university
or polytechnic institution. Participants usually enrolled voluntarily with their manager’s consent,
but in some cases their managers had strongly advised them to attend. They held jobs in different
business units, such as control, sales, purchasing, software development, service, quality
management, human resources and logistics.

There were three measurement times: Three weeks before the first training intervention

(n at t1 = 205), 3 months after the first intervention and directly before the one-day follow-up
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intervention (n at t2 = 188), and 9 months after the first intervention (n at t3 = 172). Response

rates ranged between 100% and 85% at the different data collection times.

4.2.2 Procedure and Intervention

The design of the three-day career development intervention was guided by action theory
(Frese, 2005) in providing the following elements of the action process model on which the
ntervention focused: goal development, information collection, plan generation, and plan
execution/monitoring. For a detailed explanation of the different content of the intervention,
please see study one. The data for the preliminary analysis which investigated the three-factor
structure of positive affect were collected a month before the career development intervention
(t1). Three months after the intervention, during a one-day follow-up, participants orally
presented the actions they had taken on their personal development plans, discussed self-
management strategies and talked about both positive experiences and the career development
barriers they had encountered. In addition, a Human Resources expert answered questions about
job transitions and career development in the organization. The main data investigating all three
hypotheses were by questionnaire collected before or during the one-day follow-up (t2) as well
as six months later (t3) by interview. The format of an interview at t3 was chosen because some
of the variables measured required data collection via an interview format, and helped to keep

the response rates at a fairly high level.

4.2.3 Measures

All questionnaire measures and instructions were conducted in German. Measures
originally published in English were translated by the author into German, retranslated from
German into English by a native German speaker fluent in English, and then errors were
corrected by consensus between the two translators. The three facets of positive affect -
activation, interest and joy - were measured one month before the intervention, three months
after the intervention and nine months after the intervention. For preliminary analyses the data at
tl were used to confirm the structure of three different subfacets of positive affect. For
investigating the hypotheses the data at t2 and t3 were used; and these were residualized in order
to control for the t2 measures and to tap changes in positive affect. Career self-management

behaviors were measured three months after the training. Role expansion was measured nine
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months after the intervention. The ultimate dependent variables, change in job satisfaction and
career satisfaction, were measured one month before the training and 9 months after the training
and were later residualized in order to control for the t1 measures and to tap changes. Table 4.1
shows the means, standard deviations and alphas of the scales; for item characteristics for the
scales please see Appendix A.7.

Table 4.1

Sample size, means, and standard deviations of the scales

Variable Items N Alpha M SD
One month before the intervention

Activity t1 4 110 .71 12.95 2.69
Interest t1 3 110 .65 10.09 2.10
Joy t1 3 110 .78 8.12 2.74
Job Satisfaction 1 134 ---- 337 0.88
Career Satisfaction 5 117 .82 15.17 3.67

Three months after the intervention

Activity t2 4 137 .76 13.73 2.74
Interest t2 3 140 .63 11.05 2.05
Joy t2 3 140 .79 9.10 2.78
Self-management t2 6 124 .71 18.08 3.56
Nine months after the intervention

Activity t3 4 141 .77 14.80 2.60
Interest t3 3 141 .62 11.30 1.90
Joy t3 3 141 .82 9.76  2.81
Role expansion 1 139 --- 0.97  0.77
Job Satisfaction 1 141 ---- 3.50 0.98
Career Satisfaction 5 138 .72 17.20 3.37

Positive affect. Participants indicated on a 10-item , 5 point-Likert scale developed by
Watson, Clark & Tellegen (1988) how they had felt with regard to their career during the last
three months. Based on the tripartite model of positive affect (Egloff, Schmukle, Burns,
Kohlmann & Hock, 2003), the first subfacet of positive affect, activation, contained the
adjectives “alert”, “attentive”, “inspired”, and “active”. The second facet, interest, measured the
adjectives “interested”, “strong” and ‘“determined”. Joy as the third subfacet was measured by
the adjectives “excited”, “proud” and “enthusiastic”.

Self-management behaviors. Participants reported on six items with 5-point Likert scales
to what extent they applied self-management strategies. Two of the items were adapted from a

longer measure by Frayne (1991): successful relapse management after forgetting to monitor and

implementing rest of plan. The other four items were specifically about behaviors taught in the
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intervention: seeking alternative solutions, successfully overcoming barriers, amount of
monitoring, and positive reinforcement. The reliability for this measure was alpha = .71. All
items in the measure were answered on five-point scales and each item had different labels on
the answer points. For example, the item “How actively did you seek alternative solutions to
pursue your plan?” had the response categories 1 - not at all active to 5 - very active.

Role expansion. Participants indicated what kind of career move they had made nine
months after the job, such as no change, job enrichment, taking an informal leadership role
without having direct reports, becoming a supervisor and having direct reports, change of
function (lateral move), change of business unit, giving up responsibility and returning to an
individual contributor role, change abroad, or change outside of the company. Many of the career
moves came in different combinations with multiple codings, for example if an employee made a
change of function from a finance into a purchasing job and in addition changed the business unit
with that as well. The different kinds of career moves participants undertook were recoded to
reflect role expansion with the categories being demotion (-1), no change (0), change on same
hierarchical level (1), and taking over a managerial role (coded as 2, covering both informal and
formal managerial responsibility).

Job satisfaction. Job Satisfaction was measured with a single-item measure on a Faces
scale (Kunin, 1955) and tapped overall job satisfaction. Wanous, Reichers & Hudy (1997)
compared single-item measures of job satisfaction and estimated the reliability for the Faces
scale to be .66, which is still at an acceptable level even if it is a bit lower than most multiple-
item measures of job satisfaction (Saari & Judge, 2004). Participants checked one of five faces,
arranged from very sad to very happy, that expressed most adequately how satisfied they were
with their job. The item intercorrelation of 1 month prior to training and t2 was r = .10 (n = 134).

Career satisfaction. Career satisfaction (alpha = .72) was measured on a 5-item, 5-point
Likert scale from 1 - strongly disagree to 5 - strongly agree developed by Greenhaus,
Parasuraman and Wormley (1990). The measure has showed adequate reliability in earlier
research (alpha=.87; Judge, Cable, Boudreau and Bretz, 1995). It entailed satisfaction with
income goals, advancement goals, career success, skill development goals and overall career
goals. Two sample items were “I am satisfied with the progress I have made toward meeting my
overall career goals.” and “I am satisfied with the progress I have made toward meeting my goals

for income.”
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4.2.4 Research Design

We used an institutional cycle design (Cook, Campbell & Peracchio, 1993), with cohorts
starting training at different times. Each cohort spent over 9 months to complete the study.
Twenty-one training sessions (10 employees each) from which data were collected were
staggered over a period of two years, with a new cohort starting almost every month. Because the
career development intervention targeted the development and implementation of a career
development plan through self-management, we would expect the intervention to influence all
the variables measured at t2.

As preliminary analyses we tested for the three subfacets of positive affect with a
confirmatory factor analysis in AMOS by comparing a one-factor solution with a three factor-
solution. The root-mean-square error of approximation (RMSEA) with a recommended cut-off
score of .06 and the comparative fit index (CFI) with a recommended cut-off score of .95 were
used to indicate good model fit (Hu and Bentler, 1999). In order to allow for the calculation of a
root mean-square residual (RMSR) which was used to complement the RMSEA, participants
with missing data were eliminated from the sample.

Both the antecedents and consequences of positive affectivity were tested with
hierarchical multiple regressions controlling for different demographic variables in the first step
and then testing different independent variables. Sample size in relation to number of control
variables and predictors was a concern for the analysis of a hierarchical multiple regression (see
Tabachnik & Fidell, 1996), and in order to keep the number of control variables and independent
variables as small as possible, change sores were created for the affective variables as well as job
and career satisfaction. The dependent variables were residualized, controlling for the value of
the earlier point in time: career satisfaction and job satisfaction at tl, and for the affective
variables for the pertaining affect at t2. Because change scores are not as often utilized in
industrial/organizational psychology research, additional analyses which did not use change
scores but utilized the classic approach and controlled for all variables measured at earlier points
in time can be found in the Appendix. Applying centered predictor variables (following Aiken

and West, 1991) rendered the same results as using uncentered predictors.
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4.3 Results

This study investigated both a positive relationship between career self-management
behaviors and role expansion as antecedents of the three subfacets of positive affect - activation,
interest and joy - as well as the influence of the three subfacets of positive affect on job and
career satisfaction (Figure 4.1).

Preliminary confirmatory factor analyses tested both a one- and three factor solution of
positive affectivity towards career and showed that the model of 3 correlated factors (see Figure
4.2) yielded better results than a one-factor solution (see Table 2). The sz =20.8 with df = 3 was
greater than the critical value of 7.81 and thus statistically significant. Depending on whether
models are nested or not, other fit indices have to be considered, which is why the AIC was
included as well.

The goodness of fit indices NFI, RFI and CFI for the one-factor solution were not ideal,
but improved somewhat with the three-factor solution. The RSMEA with .10 is not satisfactory
and should be below .06 or at least below .08, but it is also related to sample size and should
generally not be applied to small samples (Hu & Bentler, 1999). The authors recommend to
rather use the SRMR instead, which was below .08 and thus satisfactory. In order to account for
the parsimony of the model, the AIC was used, which supports a three-factor solution rather than
the originally proposed one-factor solution. Overall, the goodness of fit indices of the three-

factor solution seemed adequate to support a tripartite model of positive affect.

Figure 4.2. Model of three subfacets of positive affect.
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Table 4.2
Model Fit for different model solutions measuring positive affect

X2 p RMSEA NFI  RFI  CFI __RMR  AIC
1 factor solution 35 8572 .00 .12 81 75 87 .07 125.72
3 correlated factor 32 64.90 .00 .10 .85 .79 92 .06 110.90
solution
Note. N=106.

Table 4.3 shows means, standard deviations, and correlations for all variables involved in
this analysis, controlling for job tenure, age, gender and education. Although the CFA confirmed
a three-factor model, the subfacets activation, interest and joy at t1 were strongly correlated with

each other, with correlations ranging between .61 and .76.

Table 4.3
Antecedents and Consequences of subfacets of positive affect: Means, standard deviations, and

partial correlations for all variables controlling for job tenure, age, gender, and education

Variable M SD 1 2 3 4 5 6 7 8 9 10

1 month before
intervention (t1)

1. Activity 324 68  --—
2. Interest 336 .70 76*** ____
3. Joy 271 .93 61¥k* 1wk

3 months after

intervention (t2)

4. Career self-management 3.04 .61 .15 22*% 18 -
behaviors®

9 months after
intervention (t3)

5. Role expansion 99 .82 .00 .05 .03 .00 -

6. Change in Activation -00 .58 .09 .08 .04 13 23% e

7. Change in Interest 06 59 21**F 22*% 05 31** 19 S3FER

8. Change in Joy 02 90 14 14 08 13 37wk Ge¥EE 5wk

9. Change in Job -06 97 .10 .03 -03 .15 J3OFEE 3R ADwHER ADREx
Satisfaction

10. Change in Career 03 .66 -01 -07 -06 .25% 26%* 33** 33¥Ek  AorEE 46FHF .-
Satisfaction

Note. * p<0.05 ** p<0.1 ***p<.00l. Overall N=101. * Correlations controlled for job tenure, age, gender
and education.

Table 4.3 shows career self-management behaviors were positively related to a change in

interest between t2 and t3, and role expansion was positively related to both a change in activity
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and joy (Hypothesis 1). In addition, role expansion was positively related to job and career
satisfaction, and self-management was positively related to career satisfaction. Changes in the
subfacets activation, interest and joy were positively related to changes in job and career
satisfaction (Hypothesis 2 and 3).

According to Hypothesis 1, self-management behaviors and role expansion will be
positively related to changes in positive affect nine months after the intervention. After
controlling for the demographics job tenure, age, gender and education, different hierarchical
multiple regressions (see Table 4.4) showed career self-management behaviors three months
after the intervention were strongly related to a change in interest nine months after the
intervention. This would resemble a more cognitive element in positive affect. In contrast, role
expansion was strongly related to changes in activation and joy, thus being more strongly related
to the behavioral and affective elements of positive affect. That different antecedents influence
different subfacets of positive affect corroborates the value of the tripartite model which takes a

more differentiated look at positive affectivity rather than treating it as one single concept.

Table 4.4
Career self-management and role expansion as antecedents of change of the three subfacets of

positive affect

Change in Activation

Change in Interest

Change in Joy

B SEB B AR?

B SEBB AR?

B SE BB AR?

Step 1: Demographics

Job tenure -0.00 0.00 -.06

Age 0.00 0.02 .01

Gender 0.57 0.20 .26**
Education 0.03 0.10 .03 .08 **

Step 2: Implementation
influences

-0.01 0.08 -.14
-0.01 0.02 -.03
0.25 0.20 .12
0.10 0.10 -.02 .03

-0.00 0.00 -.05
-0.03 0.02 -.13
0.10 0.21 .05
0.04 0.10 .04 .02

Self-management behaviors 0.06 0.14 .04 0.41 0.14 25%%* 0.18 0.14 .11

Role expansion 0.30 0.10 .23** 06** 0.20 0.11 .15 .09** 0.43  0.11 .33%%* [3**=*
R? .14 12 .15
Adjusted R’ .10 .08 11
Overall F 3.35%* 2.91%* 3.55%*
df 6,126 6,126 6,125
Note. *p<0.05 **p<.0l. **%p<.001.

Hypothesis 2 investigated the consequences of changes in positive affect on job

satisfaction nine months after the intervention. Because both demographic variables like job
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tenure, age, gender and education as well as behavioral variables appeared to be influences,
hierarchical regressions were computed to determine the incremental power of changes in
positive affect to predict job satisfaction. Demographic variables were entered on the first step,
career self-management behaviors and role expansion on the second step, and the changes of the
subfacets of positive affect as the third step. The hierarchical multiple regression (see Table 4.5)
showed a change in job satisfaction to be related to both role expansion which accounted for 15
% unique variance of the variance in job satisfaction at step 2, as well as to a change in interest
which was an independent predictor at step 3 , and explained about 10 % in the variance in job
satisfaction. Change in interest was not a significant predictor, however. Thus, Hypothesis 2 was
partially supported, and a change in the attitude job satisfaction was related to behavioral as well

as affective variables serving as predictors.

Table 4.5
Changes in job satisfaction and career satisfaction as consequences of change in positive
affectivity

Change in Job Satisfaction =~ Change in Career

Satisfaction

B SEBB AR® B SEBpB AR’
Step 1:
Demographics
Job tenure 0.00 0.00 -.01 0.00 0.02 .01
Age 0.02 0.02 .10 -0.01 0.02 -.08
Gender 0.14 0.20 .07 -0.13 0.14 -.10
Education 0.03 0.10 .03 .02 0.04 0.06 .06 .02
Step 2:
Implementation
influences
Career self- 0.13 0.13 .09 0.28 0.10 .27**
management
behaviors

Role expansion 0.44 0.10 .37*** 15%** 0.17 0.07 .21* .12%*

Step 3: Changes in
positive affectivity

Activation 0.10 0.11 .10 -0.00 0.08 -.01
Interest 0.18 0.10 .19+ 0.04 0.07 .06

Joy 0.10 0.11 .11 .10%* 022 0.07 .34%* 1]**
R’ 27 25
Adjusted R? 21 19
Overall F 4.83%% 4.22%%%
df 9,118 9,116

Note. * p<0.05 **p<.0l. wk < 001. + p<.08
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Hypothesis 3 proposed that career self-management behaviors, role expansion and
changes in employees’ joy, interest and activation will be positively related to career satisfaction.
It was supported. A special emphasis in this hypothesis, however, is specifically on the three
affective variables, which should predict unique variance in the two types of satisfaction even
after controlling for the other variables. Table 4.5 shows that the demographics were entered as
predictors first as controls, but they did not explain a significant amount of variance in either
type of satisfaction. Career self-management and role expansion were entered at the second step;
they explained an additional 15 percent of the variance in changes in job satisfaction and 12
percent in changes in career satisfaction. The results of most interest show that the addition of
changes in the three affective variables in step three predict significant amounts of variance in
both change in job satisfaction (10 percent of the variance) and change in career satisfaction (11
percent of the variance). Changes in the employees’ interest appeared to have the strongest
unique effect on change in job satisfaction, and changes in joy uniquely predicted change in
career satisfaction.

The unique influences of changes in the different types of positive affect call for treating
positive affect as a concept with different subfacets rather than a global, unitary construct. The
results correspond with a finding of Bowling, Lepisto and Beehr (2006) that the direction of
attitude change is due to affective dispositions as well as changes in the environment. Changes in
the environment are a result of employee behaviors such as career self-management and role
expansion. This helps to corroborate the action regulation theory assumption that when actions
are successful so that goals are achieved and positive feedback is received, positive affect will
increase (Pekrun & Frese, 1992).

Overall, both different antecedents and different consequences of positive affect were
investigated, and the results lend support to treating positive affect as a concept with three

different subfacets.

4.4 Discussion
This study investigated the role of different antecedents and consequences of positive
affect during the implementation of a career development intervention based on action regulation

theory. Employees who engaged in career self-management behaviors and experienced a role
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expansion showed changes in different subfacets of positive affect, and changes in positive affect
were, in turn, related to changes in the workplace attitudes job and career satisfaction. Thus, the
findings are consistent with what action regulation theory postulated: that positive affect will
increase when actions are successful so that goals are achieved and positive feedback is received
(Pekrun & Frese, 1992).

The behavioral variables indicated progress in career goal achievement as well as positive
feedback in terms of role expansion, and positive affect increased as predicted. Overall, the
findings of this study demonstrate the value and relevance of action regulation theory for career
development variables, and specifically for the regulation of experienced affect with regard to
the career. Different contributions to research will be outlined more specifically in the following
section.

Testing a tripartite model of positive affect. The first contribution of this study was to test
a tripartite model of positive affect (Egloff, Schmukle, Burns, Kohlmann & Hock, 2003) with the
subfacets activation, interest and joy in an applied setting. The authors of the tripartite model
investigated changes of the subfacets in different experiments with students and experimental
tasks with success and failure conditions. The present study was the first to test the subfacets in
an applied setting, and it found activation, interest and joy were in different ways related to both
investigated antecedents and consequences of positive affect. The findings corroborate the
meaningfulness of differentiating the concept of positive affect into cognitive, behavioral and
affective subfacets and they call for further research to better understand the differential value of
these subfacets.

Antecedents of positive affect. The second contribution of the present study was to clarify
the role and importance of antecedents for changes in positive affect towards the career. Results
showed role expansion to be positively related to both a change in activation and joy towards the
career. The fact that employees had undertaken a role expansion made them feel more excited,
proud and enthusiastic, which might possibly be due a number of reasons, for example a sense of
accomplishment, the novelty and challenge of the new role, increased visibility and/or status
gain. In addition, having expanded their role made employees feel more alert, attentive, inspired,
and active, which could be interpreted as a heightened state of awareness that serves the desire to
learn about new things in the new role and helps to ensure the transition is actually successful.

Contrary to the hypothesis, role expansion was not related interest, and to feeling more strong,
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determined and interested towards the career. This could possibly be due to the items indicating
an inclination to change and/or move forward; employees who just expanded their role did
possibly not feel as much interest in this as they did before or during the transition. In turn,
employees who engaged in career self-management behaviors felt more strong, determined and
interested towards the career possibly because of their active involvement in the transition, such
as implementing their action items of their career plan, monitoring their behavior, and
overcoming barriers in order to pursue a goal. But moving things along might, by itself, not
mean that employees feel more joyful and activated; these feelings might rather depend on
accomplishing a change for the better, and it might take more than the transition being under way
in order to experience these feelings.

Overall, it seems that employees who actively self-manage their career and undertake a
role expansion can also positively influence how they feel towards their career. The role of
behavioral variables such as career self-management behaviors and role expansion in creating
positive affect towards the career has not been widely studied before. It adds to our knowledge
on emotion regulation in career development, especially because this study helped to
differentiate which subfacets of positive affect were specifically influenced. In addition,
behavioral variables are important for changes in workplace attitudes, such as job and career
satisfaction.

The role of consequences of changes in positive affect was the third contribution of this
study, and job satisfaction and career satisfaction were investigated as consequences.

Consequences of positive affect for job satisfaction. Controlling for influences of
demographics and behavioral variables, a change in interest towards the career was the strongest
predictor for a change in job satisfaction. In addition, employees who experienced a greater
change in feeling strong, determined and interested about their career experienced a more
positive change in their job satisfaction. Again, the subfacet interest might indicate an inclination
to change and/or move forward, this time into the new or enriched role, which is why it is related
to a higher job satisfaction. Interestingly, a change in enthusiasm, inspiration, attentiveness and
excitement that employees felt about their career were not important predictors for a change in
job satisfaction. This might be due to the fact that both subfacets activation and joy relate rather

to the career than a job.
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Consequences of positive affect for career satisfaction. A change in joy was the strongest
affective predictor for a change in career satisfaction after controlling for demographic and
behavioral influences. Employees who experienced a positive change in how proud, excited and
enthusiastic they felt towards their career reported a greater change in career satisfaction. Taking
into consideration that a lot of the transitions and changes were in effect at the last point of data
collection, it seems employees reaped the benefits of their role expansion and felt good about it,
rather than feeling a lot of activation or interest which might indicate changes that are still
ongoing. After all the activities are implemented to enrich or take on a new role, employees
might feel less activation and interest with their career because they have just reached a new
level in their career development. Feeling “excited”, “proud” and “enthusiastic” with regard to
the career might indicate that they internally process and acknowledge their transition and the
change is sinking in.

Investigating the role of positive affect for job and career satisfaction has confirmed
previous research findings in explaining similar percentages of variance for both job and career
satisfaction. These percentages were found even with the effects of demographic and behavioral
variables already accounted for. In addition, the results clarify that the affective subfacet interest
is an important predictor for job satisfaction, and joy is an important subfacet for predicting
career satisfaction, which adds to a more detailed understanding of the nature of positive affect.

Consequences of behavioral variables for job and career satisfaction. Behavioral
variables independently predicted variance on workplace attitudes , next to subfacets of positive
affect. With regard to job satisfaction, employees who expanded their role felt more satisfied
with their enriched or new jobs. This might be due to the nature of the new tasks, the acquisition
of new knowledge, skills or capabilities when learning the role, or heightened visibility or status
gain. With regard to career satisfaction, employees who actively self-managed their career and
undertook a role expansion xperienced a positive change in career satisfaction. This might partly
be due to their own involvement, and partly due to a sense of accomplishment, advancement,

visibility or status gain that is related to the role expansion.

A key finding of the present study is that there is a strong connection between behavioral
and affective factors in influencing job attitude change. Behavioral factors like career self-

management behaviors and role expansion, which were directed at changing the situation, had a
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direct influence on positive affect, as well as a direct influence on change in job satisfaction and
career satisfaction. These results once more corroborate the importance of career self-
management both for changes in affective disposition and attitude change, and in addition
demonstrate the value of positive affect as an independent dispositional predictor for job attitude
changes. While some argue that organizations should work harder to provide a positive
environment for employees (Staw & Cohen-Charash, 2005), the results show that employees
benefit from playing an active role in their career development and from being able to influence

both their own affect and attitudes towards the career.

4.4.1 Limitations

One limitation of this study is that all variables were measured with self-reports. There
are different reasons why a good portion of skepticism is warranted when dealing with self-
report data in career development research: perceptual distortion of self and environment,
attributional bias of respondents, defense mechanisms when coping with negative career events
(Feldman, 2002), memory distortions or failures, attempts to confirm investigator hypotheses, as
well as trying to achieve consistency of answers in questionnaires (Kerlinger, 1986, in Feldman,
2002). In addition, common-method variance can lead to an inflated overall strength of
relationships between variables. At the same time, employees are the best source of information
for their own psychological variables such as career satisfaction or positive affect, and only they
have direct access to these inner states. They might have been the most reliable source of
information. Even with variables like career self-management behaviors or role expansion which
technically could have been measured by other data sources, questions about reliability would
have been adequate, because due to the confidentiality of career development there is often no
adequate outside observer available. Although self-report data still must be viewed and
interpreted with caution (Godat & Brigham, 1999), self-observation provides more complete data
than outside observers, due to the range of target behaviors known only to one’s self (Kazdin,
1974), and this might have been a strong implication in this study. Along the same line of
argumentation, a meta-analytic review on career success showed other-reported measures of
career success to be unrelated to career satisfaction (Dette, Abele & Renner, 2004).

As a second limitation, the study did not provide experimental manipulation which

allows to infer causation, but was a mere field study. Thus, it is impossible to say that active
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career self-management actually caused a change in career satisfaction, because other variables
might have been responsible for the change in career satisfaction.

Third, the career development intervention can potentially restrict the generalizability of
the findings, because the relationships investigated may be confounded with training influences.
The results might have limited generalizability to other organizations that do not conduct career
development interventions and generally do not focus on employee growth and development.
Studies which investigate career self-management behaviors in these other organizations might
give insight as to whether employees actively self-manage their career in similar ways.

One of the measures of affect, interest, had relatively low reliabilities. These reliabilities
might have attenuated some of the resulting relationships with other variables.

Another potential limitation lies in the sample of the study. Although the sample size was
sufficient to investigate the hypotheses and to apply adequate statistics, the participants were
predominantly male and average respondents were about 32 years old. Generally, job attitudes
are likely to be more stable among older than among younger workers (Gerhart, 1987). In
addition, the emotional responses to workplace changes of younger employees may differ from
those that older employees have in that younger workers may focus more on challenges and
opportunities for growth (Kanfer & Kantrowitz, 2002). Taking this into account, it is possible
that the same study with an older employee sample might have rendered different results.

From a measurement perspective, it was not desirable to measure role expansion nine
months after the career development intervention (at t3) and to use it for prediction of, for
example, a change in different facets of positive affect, which encompassed t3 scores that were
residualized by t2 scores. It would have been preferable to measure role expansion as close to the
point in time as possible when the employee actively expands his or her role, and to have time
passing until the changes of affect are measured at t4. From a practical data collection
perspective, however, this would not have been feasible, because it would have dramatically

increased data collection time and efforts.

4.4.2 Theory, Practical Implications and Future Research Directions
On a theoretical level, three observations can be made. The findings of this study
demonstrate the value and relevance of action regulation theory (Frese & Zapf, 1994; Hacker,

1982, 1985) for career development variables, specifically for the regulation of experienced



Chapter 4: Positive affect in career development 73

affect with regard to the career, which was found to be related to career self-management and
role expansion variables. A promising avenue for further research would be to investigate the
mechanisms and driving forces with which career self-management and role expansion do or do
not relate to the different subfacets of positive affect. At the same time, additional research
should also be conducted to further corroborate the findings of this study. It would be important
ensure internal validity and to undertake a true experimental study to infer causation between
behavioral and affective variables, as well as affective variables and attitudinal variables. To
address concerns of external validity and enhance the generalizability of the results, field studies
in other organizational settings which are not influenced by any career development
interventions should be conducted, and other samples which differ in demographic structure
from the sample used in this study should be studied as well. Studies which investigate career
self-management behaviors in these other organizations might give insight as to whether many
employees actively self-manage their career in similar ways. To avoid common-method variance
problems and expand on subjective self-report data, external observers like managers or
colleagues could report employees’ career self-management behaviors, and organizational data
could be used to assess role expansion to verify the findings of this study.

As a second observation, it seems warranted to recommend that behavioral influences
should be included to a stronger degree in research investigating both affect and workplace
attitudes. This extends the recommendation in study 2 which suggested that active career self-
management behaviors are a core variable for career satisfaction and should be included as a
predictor in further studies. The findings of this study call for an expansion of this
recommendation both to include behavioral variables in general as predictors for career
development, thus including role expansion, and to widen the category of dependent variables to
workplace attitudes, thus including job satisfaction.

A third theoretical observation is that thee findings of this study practically supported the
tripartition of positive affect into three subfacets that relate differently to other variables. Further
studies should investigate whether this tripartite model proves useful across situations,
procedures, organizations and stimuli, and whether it can be used to map out a more
differentiated nomological network that helps to better understand the complexity of positive

affect.



Chapter 4: Positive affect in career development 74

This study also has important implications for industrial and organizational psychology
practice. For organizations, it is important to understand that conducting career development
interventions with a strong focus on personal initiative and career self-management behaviors
has value. These interventions can help employees to actively manage their careers, regulate
their emotions with regard to the career, and to enhance workplace attitudes like job and career
satisfaction. The investment into career development interventions seems to be comparably small
considering these interventions might help to better place talented employees in the organization
by granting them to expand into roles they aspire. This puts the employees into the drivers’ seat
for their own development and lifts some responsibility off the shoulders of supervisors and
Human Resource professionals. As an additional benefit in the long run, these interventions
might help to retain employees who, especially if they are not classified as high potentials, just
by sheer numbers and accumulated knowledge and experience often build the strong backbone of
a competitive organization.

An important practical implication for employees is to understand that they can actively
influence how they feel about their career and their job. That career self-management behaviors
and role expansion might be important levers to both regain satisfaction with job/career and to
regulate one’s own affect can be a pretty powerful insight, even if it might be an uncomfortable
truth at times. Not all employees might be ready to acknowledge this nor might be ready for
change, even if they are dissatisfied with their job or career. Although inertia coupled with
complaining about the status quo might bring short-term relief and is not as threatening as a true
transition to an enriched or new role, in the long run it will not help to improve the situation. The
key message of this study to employees is this: if you are dissatisfied with your job or career, use
an active approach to change things for the better, and rejuvenate your work life from time to
time.

Emotions and attitudes at the workplace are invisible, and yet they shape how we go
through our day. The present study showed that employees can influence both changes in their
feelings towards their career and their workplace attitudes through managing their careers and
expanding their roles. Both organizations and employees can benefit from these activities.
Especially in times of insecure careers and flattened organizational structures which leave less
room to maneuver, these findings are important to better understand how career development

interventions and subsequent activities can help employees to lead more fulfilling lives at work.
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5. Conclusion

Managing careers is difficult yet necessary for both individuals and organizations (Arnold,
2001). Careers become increasingly more difficult to describe, explain and predict in the face of
changes of both jobs and organizations (Kidd, 1998) and are likely to consist of a greater number
of transitions (Jackson, Arnold, Nicholson & Watts, 1996). Overall, theory and conceptual
understanding have lagged behind on how employees can become more active in self-managing
their careers, and how organizations can support them adequately in this endeavour. “Many
interventions are available to organizations for managing careers.(...). However, with the partial
exception of mentoring, there is frustratingly little good evidence available concerning the
efficacy of these techniques per se, nor about how to design them for maximum effect.” (Arnold,
2001, p. 115). The fifth chapter revisits important questions that guided the research of this
dissertation, integrates the results of the presented studies and summarizes the contributions for

career development theory and practice.

An important underlying foundation for the research in this dissertation was the concept
of personal initiative and especially an active approach which are applied to career development.
The first study started with a identifying and testing a conceptual framework for a training
intervention: How can employees be trained to actively manage their careers? Would an action
process model provide both a good theoretical as well as practical framework for a training? And
how would the different elements of the action process model relate to each other when
participants learn to actively manage careers? The second study then addressed consequences of
active career self-management behaviors that had increased in the intervention. First of all,
would there be any long-lasting consequences of career self-management behaviors at all?
Would career self-management behaviors affect career satisfaction directly, and how would
different organizational feedback variables such as pay increase and speed in job transition
interplay to influence career satisfaction? The third study augmented the previous two by
concentrating on the role of positive affect in career development. Would a newly proposed
tripartite model of positive affect stand the test of a practical application in the field? How would

career self-management behaviors be related to different facets of positive affect? And would the
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different facets of positive affect be related to career and job satisfaction? Overall, would there

be both influences of behavioral and affective variables on workplace attitudes?

Contributions to theory and research

A first and foremost contribution to action theory research is that the action process
model (Frese & Zapf, 1994) demonstrated clear merit with regard to self-regulatory functions of
individuals. The model was tested in the context of a career-development intervention in an
organization and investigated the sequence of information collection, goals and planning for
training individuals to increase execution of their career management behaviors. Training
intervention participants increased with regard to all predicted variables from pretraining to
posttraining, and between-group analyses of randomly assigned comparison and experimental
groups indicated a strong effect of the intervention. Subsequent path analysis also suggested that
these increases were caused by the training intervention, and it seems safe to conclude that the
training had the intended effects. Thus, it seems possible to train employees to actively manage
their career, especially when the training contains other modules like information collection,
goals and plans which are trained in a special sequence. In addition, the training seemed
applicable to participants with different learning needs and career situations who all experienced
sufficient learning progress. That these results could be obtained in the face of the training
intervention being relatively short (three days plus one day after three months) and the task goals
being less specific than in comparable studies which investigated self-management speaks for the
applicability of the action process model. It seems safe to conclude that action regulation theory
(Frese & Zapf, 1994; Hacker, 1982, 1985) can help to explain employees’ behaviors regarding
the control of their own careers and career development.

In addition, the action process model suggests that individuals experience the action
process in a certain sequence of the variables. Mediational analyses supported the sequence idea
especially for the planning variable: the relationship between information collection and goals on
the one hand and execution on the other hand was mediated by the plan variable which plays a
prominent role in the model.

Action regulation theory also predicts positive affect to increase when actions are
successful so that goals are achieved and positive feedback is received (Pekrun & Frese, 1992).

Investigating the antecedents and consequences of positive affect (study three) we found career



Chapter 5: Conclusion 85

self-management behaviors and role expansion (execution) to be related to different subfacets of
positive affect. This finding contributes to our understanding how experienced affect in careers
can be managed and demonstrates the applicability of action regulation theory for affect
regulation.

A second contribution of action regulation theory and especially the action process model
is to provide a model for the general design of training interventions that aim at creating long-
lasting effects. The results support the unique combination of goal-setting, information
collection, and planning functions to affect behavior, especially with the underlying concepts of
personal initiative and active orientation. The execution of self-management behaviors might
also apply to other areas of corporate training, such as leadership development. In addition, the
development and application of implementation plans is likely to ensure training transfer in
almost every field of skill development. This approach seems a promising avenue for further
research in training transfer as well as general self-management behaviors in organizations.

The third contribution to research relates to gaining a better understanding of the role and
importance active career self-management behaviors for different career-related outcome
variables and concentrated on the execution and feedback variables of the action process model
(study two). Generally, career self-management behaviors were related to both organizational
outcomes (pay increase, speed in job transition) as well as individual outcomes (plan
implementation and career satisfaction), and indicated a long-lasting effect (6 months). The
results confirmed two paths between career self-management behaviors and career satisfaction.
First, a direct path from career self-management behaviors to career satisfaction suggested it is
important for employees to proactively engage in their job transition process in order to later feel
satisfied with their career. A second path showed career self-management behaviors to be
positively related to organizational responsiveness, which in turn was positively related to pay
increase, and pay increase in turn was positively related to career satisfaction. A third path found
career self-management behaviors to be positively related to career plan implementation which
in turn was related to speed in job transition. But because speed in job transition was not related
to career satisfaction, career plan implementation and speed in job transition did not mediate the
path from active career self-management behaviors to career satisfaction. However, the result
that employees who actively self-manage their career will subsequently experience a faster job

transition is likely to be an important finding for both organizations and employees. Overall,
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active career self-management behaviors appear to have the strongest direct influence on career
satisfaction changes, followed by environmental feedback influences in terms of organizational
responsiveness and pay.

A fourth contribution concerns the clarification of the importance of career self-
management behaviors for career development research. Prior studies of career satisfaction have
largely overlooked behavioral variables, compared to a myriad of other motivational,
demographic, human capital, organizational, and objective career variables (e.g., Judge, Cable,
Boudreau, & Bretz, 1995; Seibert, Crant & Kraimer, 1999; Wayne, Liden, Kraimer, & Graf,
1999; Boudreau, Boswell & Judge, 2001; Seibert, Kraimer & Liden, 2001). This also holds true
for the positive relationship between career self-management behaviors and positive affect (study
three), where a strong relationship was found, and prior research findings are scarce. The
findings of this dissertation suggest strongly to consider career self-management behaviors as a
predictor variable in future studies because it explains a large amount of variance and shows
strong relationships to a lot of other variables often included in career development research.

The fifth contribution pertains to the role of positive affect in career development.
Research on emotions in career development has grown since the end-nineties, but a better
understanding is needed how experienced emotions relate to specific career-related events, and
how they impact cognitions, emotions and behavior (Kidd, 2005), as well as how people attempt
to control their emotional responses to the work environment (Judge & Larsen, 2001). Study
three investigated the role of positive affect towards the career and how it is related to behavioral
antecedents and attitudinal consequences. The antecedents career self-management behaviors
and role expansion were related to different subfacets of positive affect. In addition, both
behavioral and affective variables were independent predictors of different workplace attitudes:
job and career satisfaction.

As a sixth contribution, the findings of the study on antecedents and consequences
supported a previously suggested tripartite model of positive affect (Egloff, Schmukle, Burns,
Kohlmann, & Hock, 2003) that has not been tested in a field study before. The different
subfacets were related in different ways to both antecedents and consequences of positive affect.
The results suggest additional research might be beneficial to develop a more detailed
understanding of which subfacets of positive affect relate in which ways to other (career

development) variables.
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Practical implications for organizational-level and individual-level career development

Career development is an important topic for both organizations and individuals that has
practical implications for decision makers of career development interventions (which are mostly
management and human resource professionals), facilitators of career development interventions,
as well as employees.

Managers and Human Resource professionals. The changing nature of jobs and careers
affects organizational structures greatly, and management and Human Resource professionals
have to make choices on how to communicate expectations and responsibilities for career
development to employees. Approaches can range from offering hand-holding support for career
development to telling employees to fend for themselves and are likely to influence HR
instruments and practices like development of high-potentials, succession planning, placement of
employees according to organizational needs and person-job fit, and training of employees who
do not fit into the high-potential category. For organizations who seek to develop motivated and
committed workforces it is important to understand the factors that affect employees’ career
satisfaction (Gattiker & Larwood, 1988; Judge, Cable, Boudreau & Bretz, 1995). But
understanding these factors is merely a first step; determining a need for action and actively
influencing these factors are the second and third step. This dissertation sought to contribute and
add to the knowledge base of career development research by investigating how organizations
can aid their employees to gain more control over their careers. Modeling a career development
intervention after the action-process model proved to be an effective and efficient avenue for
employee training, showed long-lasting benefits and helped employees to actively manage their
careers, regulate their emotions with regard to the career, and to enhance workplace attitudes like
job and career satisfaction. Organizations are likely to benefit from interventions like these,
because a comparably small investment of a three-day training will be outweighed by employees
taking on the responsibility to foster their own career development and engaging in career
development behaviors. This can take some of the responsibility for employee development off
their supervisors’ and HR professionals’ shoulders, can help to better place talented employees in
the organization. Last but not least it might also help to retain employees who, especially if they
are not classified as high potentials, just by sheer numbers and accumulated knowledge and

experience often build the strong backbone of a competitive organization.
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An interesting side result for organizations was that there was no direct path between
organizational responsiveness and career satisfaction, but that both were indirectly related
through pay (study two). Thus, organizations which engage in additional growth activities and
grant training, mentoring, or skill development but will not let monetary development (pay
increases) follow are less likely to increase their employees’ career satisfaction. This finding
might need to be replicated in further studies to see whether it is supported across organizations
and different samples of employees. It certainly illustrates the important of good communication
about expectations and responsibilities for career development to employees.

Facilitators of career development interventions. This dissertation has provided a
practically applicable framework for a career development intervention which has been
successfully applied and evaluated in an organization. Both the necessary content parts as well as
their sequence and additional information for facilitation have been provided in study one in
order to enable practitioners to make good use of this knowledge and integrate it into their own
career development practice.

Employees. The changing nature of jobs and careers affects employees as well.
According to Arnold (2001), careers have become less structured, predictable and safe. The
popularity of books addressing the changing nature of jobs and careers (such as Bridges, 1995;
Rifkin, 1995) shows a need to understand and constructively deal with these changes, especially
because employees often wield little influence with regard to structural decisions in the
organization and are merely subjected to changes. The shift of the locus of responsibility for
careers from companies to individuals (Leana, 2002; Arnold, 2001) presents a challenge that
employees need to embrace in order to enhance control over their careers. On an individual level,
this dissertation sought to contribute practical steps employees can actively undertake in order to
enhance control. The collection of relevant information, goal-setting, developing a career
development plan and self-managing the career are relevant career development activities that
employees in all kinds of organizational settings can engage in when they are considering to
expand their role or and/or make a job transition. These activities do not necessarily have to be
part of any structured training intervention. In addition, it is important for employees to
understand that they can actively influence how satisfied they are with their jobs and careers and
how they feel about their careers by actively managing their careers and expanding their roles. If

dissatisfied with job or career, an active approach to change things for the better and to



Chapter 5: Conclusion 89

rejuvenate one’s work life from time to time seems a recommendable and constructive strategy

to deal with the insecurity and unpredictability of today’s careers in organizations.

Especially in times of insecure careers, changing jobs and transforming organizations the
findings of this dissertation are important to better understand how career development
interventions and managing career related behaviors, affect and attitudes can help organizations

to support employees and help employees to lead more fulfilling lives at work.
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Survey measurement instrument t1 A-2

Fragebogen | zum Seminar "Persdnliche Entwicklungsplanung"
Liebe PEP-Teilnehmerin, lieber PEP-Teilnehmer,

Anbei der erste der Fragebdgen, den wir [hnen in der Seminareinladung und im Telefoninterview
angekindigt haben. Das Ausfillen des Fragebogens ist freiwillig und nimmt ungefahr 45 Minuten
Ihrer Zeit in Anspruch (beantworten Sie die Fragen dabei so spontan wie moglich — ohne lange Uber eine
Frage nachzudenken).

Thema des Fragebogens sind Ihre Sichtweise auf die eigene gegenwartige berufliche Entwicklung, sowie
Ihre damit verbundenen Einstellungen, Gefiihle, und Verhaltensweisen. Im Fragebogen verstehen wir das
Wort ,Karriere" gleichlautend mit ,beruflicher Entwicklung” — eine Karriere ist also nicht zwangslaufig eine
ausschlief3liche Entwicklung nach oben, sondern kann sich in alle méglichen Richtungen entwickeln.

Bitte beantworten Sie den Fragebogen spontan - und was noch wichtiger ist: beantworten Sie ihn bitte
ehrlich und ohne Beschdnigungen. Eine ehrliche Beantwortung ist deshalb so wichtig, da Sie nur dann
bei lhrer Vorbereitung auf das Seminar wie auch bei lhrer personalisierten Kurzauswertung nach
Abschluss der Untersuchung optimal profitieren.

Die Vertraulichkeit Ihrer Daten ist fur uns selbstversténdlich und wir werden lhre Antworten unter keinen
Umstanden weitergeben. Da wir Sie bitten méchten, zu vier Zeitpunkten Fragebdgen auszufiillen - die
weiteren Fragebdgen sind tbrigens deutlich kirzer -bendtigen wir von Ihnen ein Codewort, das es uns
ermoglicht, Ihre Antworten nur Ihnen zuzuordnen. Fir Vertraulichkeit und grof3tmogliche Anonymitat ist
das ein sehr ubliches Verfahren. Hierbei ist wichtig, dass Sie sich auch zu einem spéateren Zeitpunkt
sicher an das Codewort erinnern, und lhr Codewort gleichzeitig mit grof3er Sicherheit im Konzern
unbekannt ist. Wir bitten Sie daher, als Code den Madchennamen lhrer Mutter einzutragen. (Wenn Sie
Uberzeugt sind, dass Sie sich mit absoluter Sicherheit auch an ein anderes Codewort erinnern, kénnen
Sie selbstverstandlich auch ein anderes Wort eintragen).

Bitte tragen Sie Ihr Codewort hier ein:

(Madchenname meiner Mutter — 1. Buchstabe des Vornamens und Nachname)

Wie ebenfalls im Interview angekuiindigt, mdchten wir vor dem Seminar, sowie 6 Monate danach, auch
eine kurze Einschéatzung von seiten lhrer Fihrungskraft in unsere Untersuchung miteinbeziehen. Daher
haben wir in der Mail einen zweiten Fragebogen beigelegt, den wir Sie bitten an Ihre Flhrungskraft
weiterzugeben. Bitten tragen Sie hier noch einmal den Namen lhrer Fiihrungskraft ein:

(Name meiner Fihrungskraft)

Bitte senden Sie diesen Fragebogen zuriick an Babette Raabe (SQT PC L&M, MchM Rm 14 319,
Email: babette.raabe@sqt.siemens.de).

Durch lhre Teilnahme helfen Sie uns, Ihre Weiterbildung so effektiv wie moglich zu gestalten und den
Lernerfolg fur die Teilnehmer weiter zu optimieren.

Vielen Dank fur lhre Unterstiitzung!



Survey measurement instrument t1

A-3

A. Die folgenden Fragen beschéaftigen sich damit, wie viel Sie in der letzten Zeit Gber sich
nachgedacht haben und Informationen von anderen hinzugezogen haben.

Bitte kreuzen Sie an, wie sehr Sie den folgenden Aussagen zustimmen.

1. In den vergangenen drei Monaten habe ich in folgendem Ausmal...

= Gar nicht

N Wenig

o1 Sehrviel

...darliber nachgedacht, wie meine Vergangenheit und meine zukinftige
Karriere zusammenpassen.

...meine Gedanken auf mich als Person konzentriert.

...Uber meine Vergangenheit nachgesonnen.

...meine Karriere ruckblickend betrachtet.

...eine neue Relevanz meines Verhaltens in der Vergangenheit fir meine
zukiinftige Karriere erkannt.

2. In welchem Ausmalf haben Sie innerhalb der letzten 3 Monate aktiv eine
Ruckmeldung eingeholt bezuglich

Ihrer Leistung, und zwar von Ilhrer Fihrungskraft

Ihrer Leistung, und zwar von anderen Personen

Ihrer Dienstleistung, und zwar von Kunden (intern oder extern)

lhren Karrierefortschritten

Ihrer Trainings- und Entwicklungsbedarfe

Gelegenheiten fir eine weitere Karriereentwicklung

O Oood
O Oood
O good
O good
O good

I
I
I
I
I

3. Die folgenden Aussagen beschéftigen sich mit lhrem Wissen Uber sich
selbst.

Ich kenne meine Starken und Schwachen in meinem jetzigen Job.

Ich weil3, wie ich meine Starken fur meinen beruflichen Erfolg einsetzen
kann.

Ich weil3, an welchen persénlichen Entwicklungsfeldern ich noch arbeiten
muss, wenn ich mich in die von mir angestrebte Position verandern will.

Ich weil3, welche persdnlichen Werte mir bei meiner Arbeit wichtig sind.

Ich habe Uber eine Passung meiner persdnlichen Werte mit meinem
derzeitigen Job nachgedacht.

10 ] ]|~ Stimmt gar nicht zu

[

10 ] i~ Stimmt eher nicht zu

[

[0 [0 []]|w Binunentschieden

[

00 [0 [|s Stmmteherzu

[

00 [ [le Stimmtvoligzu

[

B. Die folgenden Aussagen beschéaftigen sich mit lhrem Wissen Uber sich selbst, Ihre Wirkung auf

andere und dem Einholen von Rickmeldung (Feedback).

1. Wie oft pro Monat holen Sie sich ein arbeitsbezogenes Feedback von anderen Personen?

mal.
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2. Wie oft im Monat fragen Sie andere Personen, wie Sie personlich gewirkt haben in einer bestimmten

Situation?
mal.
)
R|[=|]c
S1E 18]z ||R
= c N
3. Bitte kreuzen Sie an, wie sehr Sie den folgenden Aussagen zustimmen, c 5 |5 5 |2
und antworten Sie maglichst spontan. S5 |2 ||6 ]|
Q Q (] Q ]
Elle||ls||E ||g
E|IE||lcs ||E ||E
o ||d||la||6||6
1112]]3]]4]]5
Ich frage bei anderen aktiv nach, was ich an meiner Arbeit noch verbessern
kann. OO0 0O 0O O
Ich hole mir situationsbezogene Rickmeldungen noch innerhalb der
Woche, in der die jeweilige Situation passiert ist. OO0 O O O
Ich hole mir aktiv Riickmeldungen, wie ich auf andere wirke. 1 O O [
Ich hake auch nach, wenn andere mir nicht sofort eine Riickmeldung geben
wollen. OO0 0O 0O O
Ich frage bei anderen aktiv nach, was ich noch an mir verbessern kann. O O O O g
Die Ruckmeldungen, die ich von anderen erbitte, beziehen sich immer auf
bestimmte Situationen. 1 O O [
Ich hole mir aktiv Riickmeldungen, wie gut ich meine Arbeit tue. 1 O O [
Ich frage auch nach einer Rickmeldung, wenn ich weil3, dass sie fiir mich
unangenehm werden kénnte. OO0 O O O

C. Die folgenden Fragen beschaftigen sich mit lhrer jetzigen Tatigkeit sowie Ihren Einstellungen

dazu.

1.1 Bitte beantworten Sie im folgenden Abschnitt, ob die links ---halt mich

aufgefiihrten Faktoren eher dazu filhren, dass Sie auf Ihrer jetzigen !”t”?e'”em
Stelle bleiben wollen oder ausschlaggebend sind dafur, dass Sie Geof,'gen
sich Uber einen Wechsel zu einer neuen Stelle nachdenken.
Setzen Sie einen Haken in die Zutreffende der beiden

Antwortspalten.

dazu, dass
ich Uber
einen

Stelle
nachdenke

...fahrt eher

Wechsel zu
einer neuen

Wichtigkeit

Qualitat

Die Art der Arbeit...

Der Grad der Selbstandigkeit, mit der ich meine Arbeit tun kann...

Die Komplexitét und Vielseitigkeit meiner Tatigkeit...

Die Arbeitsbelastung...

Die Abwechslung in meiner Arbeit...

Die spezielle Fachkompetenz, die ich mir erwerben konnte...

Das Mal an zeitlich flexibler Arbeitsgestaltung...

Die Moglichkeit, meine Ambitionen und Ziele zu verwirklichen...

Der Kontakt zu internen oder externen Kunden...

Die Moglichkeit, mich in neue Ablaufe oder Sachgebiete
einzuarbeiten...

Das Ausmal3 an Verantwortung, dass mit meiner jetzigen Tatigkeit
einher geht...

Das Ausmal in dem ich in meinem jetzigen Job dazulernen kann...

I

Die Wiirdigung meiner Anstrengungen und Leistungen..

I
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Meine Entwicklungsmdglichkeiten...

Meine Beziehung zu meiner Flihrungskratft...

Meine Beziehung zu meinen Kollegen...

Das Klima in meiner Abteilung...

Mein Gehalt...

Meine Qualifikation...

Meine bestehenden Netzwerke...

OO
OO

Meine Identifikation mit dieser Abteilung...

Summe in der jeweiligen Spalte:

1.2 Bitte markieren Sie die fuinf wichtigsten Faktoren, indem Sie Zahlen von 1 bis 5 in die Spalte
"Wichtigkeit" schreiben.
1.3 Markieren Sie in der Spalte "Qualitat", ob jeder dieser 5 wichtigsten Faktoren bei einer beruflichen
Veranderung gleich bleiben (=), geringer werden (N) oder ansteigen soll (/).

Diese Auflistung werden Sie im PEP-Seminar nutzen kénnen!

2 .Im folgenden Block werden eine Reihe von Fragen Uber lhre Arbeit gestellt. Dabei geht es um die
Arbeitsbedingungen und nicht darum, wie gut oder wie schlecht Sie personlich die Arbeit verrichten.
Stellen Sie sich vor, dass ein Kollege oder eine Kollegin mit dem gleichen Wissen und Kénnen die
Fragen genauso beantworten miisste wie Sie.

a) Kollege/in A mufl3 bei seiner/ihrer Arbeit sehr komplizierte Entscheidungen treffen.
Kollege/in B mul bei seiner/ihrer Arbeit nur sehr einfache Entscheidungen treffen.

Welcher der beiden Arbeitsplatze ist Ihrem Arbeitsplatz am ahnlichsten?

genau wie der von A []1
ahnlich wie der von A []2
zwischen A und B 13
ahnlich wie der von B 14
genau wie der von B [15

| b) Wie oft erhalten Sie Auftrage, die besonders schwierig sind?
praktisch nie []1
ein paar mal im Jahr []2
etwa einmal im Monat 13
etwa einmal in der Woche 14
mehrmals in der Woche (15

|c) Konnen Sie bei lhrer Arbeit Neues dazulernen?
sehr wenig []1
ziemlich wenig []2
etwas []3
ziemlich viel 14
sehr viel 15

d) Kollege/in A bearbeitet Aufgaben, bei der er oder sie genau tberlegen muf3, was im einzelnen zu
tun ist.
Kollege/in B bearbeitet Aufgaben, bei denen sofort klar ist, was zu tun ist.

Welcher der zwei Arbeitsplatze ist lhrem Arbeitsplatz am &hnlichsten?

genau wie der von A 11
ahnlich wie der von A 12
zwischen A und B 13
ahnlich wie der von B 14
genau wie der von B [15

e) Kollege/in A bearbeitet Aufgaben, bei der er oder sie zuerst genau planen mufl3, um die Aufgaben
ausfuhren zu kénnen.
Kollege/in B bearbeitet Aufgaben, bei denen keine Planung erforderlich ist.
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A-6

Welcher der zwei Arbeitsplétze ist Ihnrem Arbeitsplatz am &hnlichsten?

genau wie der von A []1
ahnlich wie der von A []2
zwischen A und B []3
ahnlich wie der von B [ 14
genau wie der von B []5

3. Inwieweit sind ausschliel3lich Sie selbst fir die Kontrolle Ihres Arbeitsergebnisses zustandig?

Ich bin zusténdig fur die Kontrolle von...

...allen Arbeitsergebnissen (11
...den meisten Arbeitsergebnissen []2
...einem Teil der Arbeitsergebnisse 13
...wenigen Arbeitsergebnissen []4
...gar nicht [15

4. Bitte kreuzen Sie an, wie sehr Sie den folgenden Aussagen zustimmen.

~ Sehr wenig

N Ziemlich

w Etwas

& Ziemlich viel

a1 Sehr viel

Koénnen Sie selber bestimmen, auf welche Art und Weise Sie |hre Arbeit
erledigen?

Kdnnen Sie lhre Arbeit selbstandig planen und einteilen? (z.B. selber
kalkulieren, welche Materialien/Hilfsmittel/Ressourcen Sie brauchen)

Wie stark kdnnen Sie an Entscheidungen Ihres Vorgesetzten mitwirken?
(z.B.: Der Vorgesetzte fragt Sie nach lhrer Meinung und bittet Sie um
Vorschldge zu bestimmten Abteilungsproblemen)

Wenn Sie lhre Arbeit insgesamt betrachten, wie viele Mdglichkeiten zu
eigenen Entscheidungen bietet sie lhnen?

O O
O O
0 O
0 O
0 O

O O
[
[

[
[

O
[
[
[

5. Die folgenden Aussagen beschéftigen sich mit Ihren Einstellungen und
Gefiihlen bezlglich Selbstandigkeit in der Arbeit. Bitte kreuzen Sie an, wie
sehr Sie den folgenden Aussagen zustimmen.

i Uberhaupt nicht wahr

no Eher nicht wahr

w Teilweise wahr

~ Eherwahr

o1 Sehrwahr

Ich mache nur das, was ich machen muss. Dann kann mir keiner etwas
vorwerfen.

Wenn einem immer vorgegeben wird, wie man seine Arbeit tun muss, ist sie
leichter zu schaffen.

Wenn man in seiner Arbeit etwas aus eigenem Antrieb macht, hat man nur
Nachteile.

Mir ist es lieber, wenn ich genau gesagt bekomme, was ich zu tun habe.
Dann mache ich weniger Fehler.

Ich handle nach der Devise: Ich folge genau den Anweisungen, dann kann
mir keiner etwas vorwerfen.

Wenn man viel zu entscheiden hat, muss man dauernd an alles mogliche
denken. Da ist mir Routine lieber.

O O O O o od
O O O O o od
O O o o o od
O O o o o od
O O o o o od
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Ich habe einen Vorgesetzten, der mir genaue Anweisungen gibt. Dann ist er

daran schuld, wenn etwas schief geht. O O O O O
Ich mochte lieber mehr selbst entscheiden konnen. O O O 0O o
Wenn man viel zu entscheiden hat, dann ist die Arbeit interessanter. 1 O O [

6. Bitte kreuzen Sie dasjenige Gesicht an, das am besten ausdriickt, wie zufrieden Sie mit Ihrem Job

NelaXolole

D. Die folgenden Fragen beschaftigen sich mit Ihren Zielen sowie lhren Einstellungen dazu. Bitte
kreuzen Sie die entsprechenden Antworten an.

1. Haben Sie klare berufliche Ziele fir die nachsten 3-5 Jahre?

[]Ja ] Nein
2. Haben Sie eine berufliche Vision, die Sie in den nachsten zwanzig Jahren erreichen wollen?
[]Ja [ ] Nein

3. Die folgenden Aussagen beschéftigen sich mit lhrer Einstellung zu lhren
Karrierezielen.

Es fallt mir schwer, mein Karriereziel ernst zu nehmen.

Es ist unrealistisch flir mich, anzunehmen, dass ich mein Karriereziel
erreichen werde.

Es ist ziemlich wahrscheinlich, dass ich mein Karriereziel gegebenenfalls
revidieren muss, abhéngig davon, wie sich die Dinge entwickeln.

Ganz ehrlich: es ist mir egal, ob ich mein Karriereziel erreiche oder nicht.

Ich méchte mein Karriereziel unbedingt erreichen.

Es brauchte nicht viel, damit ich mein Karriereziel aufgebe.

Ich denke, dies ist ein gutes Karriereziel flr mich.

Ich bin willens, mir sehr viel mehr Mihe zu geben, um dies Ziel zu
erreichen, als das sonst bei mir der Fall ist.

Ich kann nicht viel gewinnen, wenn ich versuche, mein Karriereziel zu
erreichen.

OO0 O OO0 0O @Oj- Stmmegarnichtzy
OO0 O O0O0O0O0O 0O O~ Stmmeehernichtzu
OO0 O OddodO 0O [Ojfw Binunentschieden
OO O dddog 0O O Stmmeeherzu
OO0 O dddo 0O [Ojew Stmmevoligz

Die Schritte, um mein néachstes Karriereziel zu erreichen, sind komplex.

4. Wie schwierig wird es fur Sie, lhr nachstes Karriereziel zu erreichen?
1 0 2 3 4 [ 5 [

Uberhaupt nicht Nicht schwierig Teils/Teils Schwierig Sehr schwierig
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5. Erleben Sie lhr Karriereziel als herausfordernd?

1 [ 2 [ 3 4 [] 5 [
Uberhaupt nicht Nicht Teils/Teils Herausfordernd Sehr
herausfordernd herausfordernd heraus-

fordernd
6. Wie verhalt sich Ihr berufliches Karriereziel zu lhren privaten Zielen?

1 [] 2 [] 3 4 [] 5 []

Starker Widerspruch ~ Widerspruch Unabhangig Gut vereinbar  Sehr gut vereinbar

E. Die Fragen im folgenden Abschnitt beschéaftigen sich mit Informationssuche, beruflichen
Alternativen und Ihrer Entscheidung fur eine Alternative.

1. Haben Sie vor, aktiv nach anderen Arbeitsmdglichkeiten zu suchen?

1 2 [ 3 [ 4 [] 5 [

Sehr unwahrscheinlich Unwahrscheinlich  Teils/Teils Wahrscheinlich Sehr wahrscheinlich

2. Haben Sie im Moment eine oder mehrere andere Stellen zu Auswahl, auf die Sie sich verandern
konnten?

[RE ] Nein
3. Wie viele Stunden innerhalb des letzten Monats haben Sie fur Ihre Karriereentwicklung....
.. Literatur (Fachbucher/-zeitschriften) gelesen: Stunden.
... sich im Intranet informiert: Stunden.
.. sich im Internet informiert: Stunden.
.. Fernsehen/Horfunk genutzt: Stunden.
.. andere Quellen genutzt: Stunden.

4. Wie viele Stunden innerhalb der letzten drei Monate haben Sie....

... an Weiterbildungsveranstaltungen (Seminare, Messen, Tagungen,

Kongresse) teilgenommen: Stunden.
... mit Ihrer Fihrungskraft Gber lhre weitere Karriereentwicklung gesprochen? Stunden.
... mit Inrem Personalbetreuer Uber Ihre Karriereentwicklung gesprochen? Stunden.
... mit anderen Personen Uber mdgliche Positionen gesprochen: Stunden.
... benutzt, um lhren Lebenslauf/andere Bewerbungsunterlagen/ Ihr Portfolio

auf den neuesten Stand zu bringen: Stunden.

F. Der nachste Abschnitt beschaftigt sich mit lhren Karriereplanen. Bitte kreuzen Sie die
entsprechenden Antworten an.

S R
N — c
1. Die folgenden Aussagen beschéftigen sich mit lhren Einstellungen und < g % g =2
Gefiihlen bezuglich lhrer Plane. SIS (l2]||s]]®
(4] (4] (O] (O] (O]
€ € = € £
E ||E c | |E =
o ||d||la ||o |6
1 2 3|1/41|]|5
Ich habe mich noch nicht wirklich entschieden, was meine Karriereziele sein
sollten. O O O O O
Ich habe einen Karriereplan. OO0 0O O O
Ich habe eine Strategie fur das Erreichen meiner Karriereziele. 1 O O [
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Ich weilR, was ich tun muss, um meine Karriereziele zu erreichen. 1 O O [
Meine Karriereziele sind nicht klar. O O O O O
Ich wechsle meine Karriereziele regelmaRig. [ T T I I I R

2. Haben Sie einen Plan bzw. konkrete Vorstellungen, wie Sie Ihre Karriereziele innerhalb der ndchsten
drei Jahre verwirklichen wollen?

[]Ja ] Nein

Wenn ja:

3. Die folgenden Aussagen beschéftigen sich mit der Ausgestaltung lhres
Plans. Bitte kreuzen Sie an, in welchem Ausmalf die folgenden Dinge in
Ihrem Plan enthalten sind:

Einzelne Teilschritte

Ein Zeitrahmen, bis wann ich meinen Plan umsetzen mochte

Ansprechpersonen, die mir in der Umsetzung helfen

Mdgliche Hindernisse oder Risiken

Alternativpléne als Fallback-Lésungen

Strategien, falls besondere Gelegenheiten auftauchen, die ich fiir mich
nutzen kann

Personen/Methoden, die mir beim Monitoring meiner Fortschritte helfen

Zeitpunkte fir eine Bestandsaufnahme

DOodd OO0On0OQ|w Garnch
DOodd OoOooOoOfis K
DOodd OO0 Q] e Wasi
OO OO 0ODO Qs Reihlch
DO OO0O0OD0O DO e Sehrvel

Unterschiedliche zeitliche Perspektiven i.S.v. Langfristigkeit/Kurzfristigkeit

G. Der néachste Abschnitt beschéftigt sich mit der Umsetzung lhrer Karrierepléne. Bitte kreuzen
Sie die entsprechenden Antworten an.

1. Sind Sie bereits in der Umsetzung lhrer Karriereplane?

[]Ja ] Nein

2. Wie viel von dem, was Sie sich in lhrem Plan fiir lhre Karriereentwicklung vorgenommen haben,
haben Sie bereits umgesetzt?

104 2 3 [ 4 [ 5 [
Sehr wenig Wenig Mittel Viel Sehr viel
3. Auf wie viele Hindernisse sind Sie bei der Umsetzung lhrer Plane gestof3en?
1 [ 2 [ 3 U 4 [] 5 [
Keine Wenige Mé&Rig viele Viele Sehr viele

4. Welcher Art sind diese Hindernisse?

[] Eigenes Zeitmanagement Arbeitsvolumen im Tagesgeschaft

[] Ziele haben sich verandert Fuhrungskraft hat andere Vorstellungen

[l Keine Nachgespréche gefiihrt Keine freien Stellen im gesuchten Arbeitsfeld

[]

L]

[]
[] Ziele/Plane nicht durchgesetzt ]
[] Anderes:

Keine gesuchten Informationen gefunden

5. Wie aktiv haben Sie nach alternativen Lésungen gesucht, um lhren Plan weiter zu verfolgen?

10 2 [ 3 [ 4 [] 5 []
Gar nicht aktiv Eher nicht aktiv MittelmaRig aktiv Eher aktiv Sehr aktiv
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6. In welchem Ausmalf3 Uberprifen Sie die Fortschritte bei der Umsetzung Ihrer Karriereziele?

1 2 [ 3 0 4 [ 5 [
Gar nicht Wenig Mittel Viel Sehr viel

7. Wie stellen Sie Fortschritte in Ihrer Zielerreichung fest?

[] Garnicht [l  Gesprache mit anderen Personen

[l Checklisten [l Kalendereintrage mit Deadlines

[l Anderes:
8. Wer unterstitzt Sie in der Einhaltung lhrer Plane durch Nachfragen und "Monitoring"?

[l  Meine Fihrungskraft [  Meine Kolleginnen und Kollegen

[ 1  Nurich selbst [ 1  Mein Personalbetreuer/-betreuerin

[] Mein Partner/Partnerin [] Freunde

[l Niemand [ 1  Andere Personen:

H. Im folgenden Abschnitt finden Sie Worte, die bestimmte Geflihle beschreiben. Bitte lesen Sie
jedes Wort durch und geben Sie mit einer Zahl der untenstehenden Skala das Ausmalf an, in dem
dieses Gefuhl auf Sie zutrifft.

Bitte geben Sie an, wie Sie sich im allgemeinen fiihlen, wenn Sie an Ihre Karriere denken.

1-Garnicht 2 - Ein bisschen3 - Einigermassen 4 - Erheblich 5 - AuRerst
Interessiert Gereizt
Bekimmert Wach
Freudig erregt Beschamt
Verérgert Angeregt
Stark Nervos
Schuldig Entschlossen
Erschrocken Aufmerksam
Feindselig Durcheinander
Begeistert Aktiv
Stolz Angstlich

I. Die folgenden Aussagen beschéftigen sich mit Ihren Einstellungen und Gefuihlen bezuglich Ihrer
Karriereentwicklung und Veranderung.

1. Die folgenden Aussagen beschéftigen sich mit lhren Einstellungen
beziglich Leistung, Karriereentwicklung und Veranderungen.
Bitte kreuzen Sie an, wie sehr Sie den folgenden Aussagen zustimmen.

Ich halte es schon fur wichtig, mehr zu leisten als andere.

Andere finden, dass ich hart arbeite.

[][]|~ Stimmeeherzu
10 |o Stimme vollig zu

[1[]|~ Stimmegar nicht zu
10 Stimme eher nicht zu
[] []|w Binunentschieden
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Meine Freunde und Bekannten halten mich fur fleiig.

Meistens habe ich viel zu tun.

Nachdem ich eine schwierige Arbeit begonnen habe, kann ich nur schlecht
wieder damit aufhdren.

Wenn ich einmal ein selbst gestecktes Ziel nicht erreicht habe, setze ich
alles daran, es doch noch zu schaffen.

Ich gehe ganz in meiner Arbeit auf.

Ich bin stets auf der Suche nach neuen Wegen, um mein Leben zu
verbessern.

Wo auch immer ich gewesen bin, war ich eine starke Kraft fir
konstruktive Veranderung.

Nichts ist aufregender, als meine Ideen Wirklichkeit werden zu sehen.

Wenn ich etwas sehe, das ich nicht mag, verandere ich es.

Egal, wie die Chancen stehen, wenn ich an etwas glaube, setze ich
es in die Tat um.

Ich liebe es, meine Ideen voranzubringen, auch gegen den
Widerstand anderer.

Ich bin sehr gut darin, Gelegenheiten zu erkennen.

Ich suche immer nach besseren Wegen, Dinge zu tun.

Wenn ich an eine Idee glaube, halt mich kein Hindernis von
der Umsetzung ab.

Ich kann eine gute Gelegenheit erkennen, lange bevor andere das tun.

Die Verbesserung meiner Fertigkeiten durch Training in dieser Organisation
hat mir geholfen.....

...personlich zu wachsen.

...mein Selbstvertrauen zu starken.

...respektiert zu werden von Kollegen.

...meine Chancen, meine Karriereziele zu erreichen, zu erhdhen.

...eine Gehaltserhéhung zu bekommen.

...meine Arbeit besser zu tun.

...neues Wissen zu erwerben.

...meine Arbeitsplatzsicherheit zu erhéhen.

Ich bin mit dem Erfolg, den ich in meiner Karriere erreicht habe, zufrieden.

Ich bin zufrieden mit den Fortschritten,
.. die ich in Richtung auf meine Ubergreifenden Karriereziele mache.

.. die ich in bezug auf meine Einkommensziele mache.

.. die ich in bezug auf mein berufliches Vorwartskommen mache.

.. die ich in bezug auf meine Ziele, neue Fertigkeiten zu entwickeln, mache.

OO0 ddog O ooo d gg o od

I O
I O
I O
O Y
I O

OO0 ddog O ooo d gg o od

OO0 ddog O ooo d gg o od

OO0 ood o goo o oo o odg

OO0 ddog O ooo d gg o od

2. Bitte kreuzen Sie an, wie sehr Sie den folgenden Aussagen zustimmen,
und antworten Sie moglichst spontan

Ich bin selbst verantwortlich fir meine Karriereentwicklung.

D Stimme gar nicht zu

[ ] Stimme eher nicht zu

[] Bin unentschieden

[ ] stimme eher zu

[] stimme véliig zu
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Es belastet mich, neben dem Job auch noch meine Karriere aktiv vorantreiben
Zu mussen.

Es ist meine Aufgabe, meine Karriere aktiv voranzutreiben.

Siemens sollte sich mehr um mein berufliches Fortkommen kimmern.

Ich bin enttduscht von der mangelnden Unterstlitzung seitens der Firma, mir
bei meiner Fortentwicklung zu helfen.

Es liegt an mir, mein berufliches Fortkommen zu gestalten.

Ich gehe Probleme aktiv an.

Wenn etwas schief geht, suche ich sofort nach Abhilfe.

Wenn sich Mdglichkeiten anbieten, etwas zu gestalten, dann nutze ich sie aus.

Ich ergreife sofort die Initiative, wenn andere dies nicht tun.

Ich nehme Gelegenheiten schnell wahr, um meine Ziele zu erreichen.

Ich tue meist mehr als von mir gefordert wird.

Ich bin besonders gut darin, Ideen umzusetzen.

Ich kenne die wichtigen Trends in meinem Berufsfeld.

Ich beschaftige mich damit, wie sich mein Berufsfeld in den nachsten 5
Jahren verandern wird.

Sobald ersichtlich wird, welche Veranderungen sich in meinem Berufsfeld
ergeben, leite ich ab, was dies flir meinen Job an Veranderungen bedeutet.

Sobald ersichtlich wird, welche Veranderungen sich in meinem Berufsfeld
ergeben, leite ich ab, was dies fir meine kurzfristigen Ziele bedeutet.

Mit meinen Fahigkeiten hatte ich keine Probleme, anderswo einen Job zu finden.

Ich bin eigentlich zu stark spezialisiert, um anderswo eingesetzt werden zu kénnen.

Ich versuche, meine Féahigkeiten so weiterzuentwickeln, dass ich den
veranderten Marktanforderungen in meinem Berufsfeld gerecht werde.

Wenn ich Verédnderungen in meinem Berufsfeld erkenne, versuche ich meine Fahig-
keiten so zu veréndern, dass ich den Anforderungen des Marktes gerecht werde.

Ich kann mich selbst gut verkaufen in Situationen, in denen es darauf ankommt.

Ich kann in Gesprachen Ideen aus meinem Wissen/meiner Erfahrung beisteuern,
die anderen Personen weiterhelfen.

Ich kann mich gut auf neue Situationen einstellen.

Spezialisten wie ich werden tberall gebraucht.

Ich bilde mich regelmaRig weiter, um meine Beschéftigungsfahigkeit zu sichern.

Ich bin ausreichen gqualifiziert, um meine Ziele zu erreichen.

nooodo g o oo o 0 goodgdoodgoodg ood

Meine Fuhrungskraft wirde mich anderen Kollegen empfehlen, wenn ich gut
geeignet ware.

O douood Ooo o g O o ogoogoogoo godg
O douood Ooo o g O o ogoogoogoo godg

Meine Fuhrungskraft wiirde mich auch Kollegen in einem anderen Geschéaftsbereich []
vorschlagen, die einen Mitarbeiter suchen.

Mein Chef kann sich auf mich als Mitarbeiter verlassen, wenn es eng wird.. 1 O O

[ 0O gduooo oo o oo o o oogoogoogo ogo
[ 0O gduooo oo o oo o o oogoogoogo ogo

Der folgenden Abschnitt beschaftigt sich mit lhrer Zuversicht, bestimmte Situationen lhrer
beruflichen Weiterentwicklung zu managen.
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S
— . = S
Kreuzen Sie bitte fur jedes der untenstehenden Statements S =
von 1 bis 10 an, wie zuversichtlich Sie sind, Ihre berufliche 2 2
Weiterentwicklung in dieser spezifischen Situation zu § 4]
managen. £ §
g £
Waéren Sie in der Lage, lhre berufliche Weiterentwicklung 3 @
erfolgreich zu managen, ....
1|12|3|4|5|6|7|8]9]|10
...wenn Sie nahezu keine Zeit haben, sich um lhre berufliche
Weiterentwicklung zu kimmern wegen des Tagesgeschafts. [ [ [ O OO OO O O O O
...wenn |hr Vorgesetzter lhre ldeen nicht teilt. OO0 0000 oM
...wenn Sie nicht wissen, wo Sie Informationen innerhalb von
Siemens zu bestimmten Themen finden g gogog
...wenn Sie bei Ihrer Umsetzung nicht die Unterstitzung
erhalten, die Sie sich von anderen wiinschen. oo ooonogogognmg
...wenn Sie nicht Gber die Netzwerke verflgen, die Sie fur Ihre
berufliche Weiterentwicklung eigentlich brauchten. g gogog
...wenn Sie plétzlich feststellen, dass Sie in der Umsetzung
Ihres eigenen Plans ins Hintertreffen geraten sind. OO0 0000 oM
...wenn Sie eine Veranderung geplant haben, aber
keine interessanten Stellen finden. oo ooonogogognmg
...wenn Sie noch keine Idee haben, wohin Sie sich
verandern wollen. OO0 ogdndooan
...wenn Sie eigene Verhaltensweisen im Umgang mit anderen
Personen dauerhaft &ndern missen, um lhre berufliche
Entwicklungsplanung umzusetzen. OO0 0 000000

L. Im folgenden Abschnitt finden Sie Worte, die bestimmte Geflihle beschreiben. Bitte lesen Sie
jedes Wort durch und geben Sie mit einer Zahl der untenstehenden Skala das Ausmalf an, in dem

dieses Gefuhl auf Sie zutrifft.

Bitte geben Sie an, wie Sie in Bezug auf lhre Karriere in den letzten 3 Monaten gefiihlt haben.

1-Garnicht 2 - Ein bisschen3 - Einigermassen

Interessiert Gereizt
Bekimmert Wach

Freudig erregt Beschamt
Verérgert Angeregt
Stark Nervos
Schuldig Entschlossen
Erschrocken Aufmerksam
Feindselig Durcheinander
Begeistert Aktiv

Stolz Angstlich

4 - Erheblich 5 - AuRerst
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M. Im néachsten Abschnitt geht es um berufliche Weiterentwicklung unter Alltagsbedingungen.
Versuchen Sie bitte, sich mdglichst gut in die nachfolgend geschilderten Situationen
hineinzuversetzen. Bitte kreuzen Sie bei jeder Situation diejenige der drei Alternativen an, von der
Sie denken, dass Sie sich am ehesten so verhalten wirden.

1. Ich méchte meine berufliche Weiterentwicklung vorantreiben und habe Klarheit dartiber
gewonnen, welche Fragen ich fir mich noch beantworten muss. Was tue ich?

[] Klarheit bewirkt schon viel — ich schaue mal, was sich so entwickelt. Manche Fragen klaren sich oft
mit der Zeit oder durch Zufélle, die man so vorher nicht planen kann.
[] Ich entwerfe einen Plan, wie ich meine Fragen beantworten will. Das ist oft schon die halbe Miete.

] Ich entwickle eine grobe Strategie und gucke, was ich mir génnen will, wenn ich diese Fragen
beantwortet habe. Zusatzlich motiviert mich eine Belohnung auf dem Weg zum Ziel.

2. Ich sitze in einer kleinen Entwicklungsabteilung und arbeite ohne gré3ere Kontakte auf3erhalb
der Abteilung. Jetzt stelle ich fest, wie viele meiner Kollegen gut funktionierende Kontakte haben
und nutzen. Wie baue ich mir eigene Kontakte auf?

[] Ich fange an, in verschiedensten Zusammenhéngen Kontakte aufzubauen. SchlieBlich weil man nie,

wozu man diese Kontakte spéater nutzen kann.

[] Bei eingehenden Anrufen, die iiber mein Telefon laufen, baue ich Kontakte auf und versuche, mich
in Erinnerung zu halten.

[ Ich iiberlege, zu welchem wichtigem Thema ich mir Kontakte aufbauen will und rufe aktiv Personen

an, die mit diesem Thema zu tun haben.

3. In meinem Plan habe ich mir als Ziel gesetzt, ins Ausland zu gehen. Ich habe dafiir Informationen
eingeholt, mit meinem Chef und meiner Partnerin gesprochen, und einiges angeschoben. Gestern Abend
habe ich Uberraschend ein Angebot von einer Nachbarabteilung bekommen, ein spannendes Projekt hier
in Deutschland zu tbernehmen. Was soll ich tun?

[] Ich wége die beiden Méglichkeiten ab mit Vor- und Nachteilen und denke tiber die Konsequenzen
fur meine spatere Weiterentwicklung nach.

[] Ich halte an meinem urspriinglichen Ziel fest und gehe auf jeden Fall ins Ausland. Wenn die
Geschaftswelt immer internationaler wird, wird das fiir meine berufliche Entwicklung unverzichtbar
sein.

[ ] Ich Uiberdenke meine Ziele neu, und versuche herauszufinden, was ich wirklich will. Dann leite ich
daraus weitere Schritte ab.

4. Ich habe einen neuen Chef bekommen, der sehr gute Arbeit macht, aber in vielen Dingen ein
grundsatzlich anderes Arbeitsverstandnis hat. In der letzten Zeit sind wir deswegen wiederholt
aneinandergeraten, und gestern hat er in einer Situation offen gesagt, dass wir tber viele Dinge
offensichtlich unterschiedliche Ansichten haben. Ich schatze mein Arbeitsumfeld sehr und
mochte auch gerne in dieser Abteilung bleiben. Was soll ich tun?

[] Ich rede mit meinem Chef und sage ihm, dass ich fiir die Umgewdhnung auf einen neuen Chef
noch Zeit benétige und wir uns schon aneinander gewdhnen werden.

[ Ich iiberlege, ob die Zusammenarbeit grundlegend in Frage gestellt ist. Falls nicht, identifiziere ich
Themen, wo ich meinen Chef mit konstruktiven Vorschlagen unterstiitzen kann.

[ ] Ich finde heraus, welches die Themen und Arbeitsbereiche sind, wo wir die meisten Differenzen
haben, und Gberlege, was das flir unsere Zusammenarbeit bedeutet.

5. Aus einem Seminar habe ich als Hinweis mitgenommen, dass ich wichtige Gesprache am
Schluss zusammenfassen soll, um den gemeinsamen Stand fur beide Gespréachspartner noch
einmal festzuhalten. Was tue ich?
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] Ich schreibe mir eine Notiz, klebe sie an meinen Computer und versuche, ab und zu daran zu
denken, wenn ich wichtige Telefongesprache fiuhre.

] Ich nehme mir jeden Freitag Nachmittag eine Viertelstunde Zeit und ziehe ein Resiimee, wie gut ich
mein Ziel, wichtige Gesprache zusammenzufassen, diese Woche umgesetzt habe.

[] Ich bereite gezielt drei Gespréche vor, die im Tagesgeschaft auf mich zukommen, fasse am
Schluss die Gesprache zusammen und denke hinterher dartiber nach, wie gut das geklappt hat.

6. Ich habe mir vorgenommen, eine Verhaltensweise von mir in Meetings abzustellen. Jedes Mal,
wenn ich Kollegen im Eifer der Diskussion tber den Mund fahre, gestatte ich mir nicht, am
Wochenende Angeln zu gehen, was ein heil3geliebtes Hobby von mir ist. In den letzten zwei
Wochen bin ich jetzt mit schlechtem Gewissen aber doch zum Angeln gegangen, obwohl ich mich
in Meetings nicht richtig verhalten habe. Was soll ich tun?

] Ich reiRe mich zusammen, bin konsequent und gehe in Zukunft nicht mehr zum Angeln, wenn ich
Kollegen in Meetings angefahren haben. SchlieRlich habe ich mir dies ja selber vorgenommen, da
heil3t es jetzt: konsequent sein.

[] Die Methode, Angeln ausfallen zu lassen, ist wahrscheinlich zu hart, um sie iiber Monate durchzu-
halten. Ich sollte Gber eine andere Methode nachdenken, die wirksam ist und gleichzeitig besser
durchzuhalten.

[ Ich Giberdenke mein Ziel noch einmal und tiberprife fiir mich, ob ich die richtige Methode gewahlt
habe, um mein Diskussionsverhalten zu verandern. Wenn dem so ist, kann ich ja einmal im Monat
nicht zum Angeln gehen — das ist schon schlimm genug.

Vielen Dank fur Ihre Mitarbeit. Wir hoffen, der Fragebogen hat Sie angeregt, im Vorfeld des
Workshops tber sich und lhre beruflichen Entwicklung nachzudenken und wiinschen Ihnen einen
erfolgreichen PEP-Workshop!
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Interviewleitfaden fur Teilnehmerbefragung zu t1 im PEP:

Datum des Interviews: Teilnehmer Name:
Interviewer: Codewort:
PEP-Datum: VP-Nr.:

Einleitung: "Guten Tag, Herr/Frau......

Hierist __ von der SQT- wir hatten uns fiir heute fiir eine halbe Stunde zu einem Interviewtermin
verabredet. Haben Sie die nachste halbe Stunde Zeit, so dass wir nicht gestért werden? Sind Sie bereit?
Ziel des Interviews ist es, einige Dinge in der Vorbereitung auf das PEP-Seminar nadher abzufragen -
besonders die Themen Verénderung, Netzwerke und Eigeninitiative. Das Interview besteht aus einem
Teil mit persdnlichen Angaben, ein paar Fragen mit Einstellungen zu lhrer jetzigen Stelle, einem Teil zu
Forderpersonen

Und einem letzten Teil, wo Sie vor schwierige Situationen gestellt werden und Losungen finden sollen.
Diesen letzten Teil wirde ich gerne auf Tonband aufnehmen, weil er mit sehr viel Schreibarbeit fiir mich
verbunden ist. Ware Ihnen das recht?

A. Beginnen wir mit einigen Fragen zu lhrer Person. Diese Angaben werden streng vertraulich
behandelt und dienen rein statistischen Zwecken.

1. Wie lange arbeiten Sie schon bei Siemens? Jahre und Monate.

2. In welchem Bereich/ Abteilung/ Bei
Beteiligungsgesellschaft arbeiten Sie?

3. Wie lange arbeiten Sie schon in Ihrer

jetzigen Paosition? Jahre und Monate.
4. Wie oft haben Sie schon eine neue Stelle
angetreten, seit Sie berufstatig sind ? mal.
5. Wie alt sind Sie Jahre.
(6.Geschlecht hier

weiblich D mannlich

Hauptschulabschluss

eintragen):
7. Was ist Ihr héchster Schulabschluss?

Realschulabschluss
Abitur/Fachhochschulreife

Abgeschlossene Berufausbildung
Abgeschlossenes (Fach-) Hochschulstudium
Abgeschlossene Promotion

Sonstiger Abschluss:

Lootot

8. Wie viel Zeit ist vergangen seit lhrer letzten
Beforderung? Jahre und Monate.

Ja |:| Nein

9. Haben Sie Personalverantwortung:

[]
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10. Hat Ihre jetzige Fihrungskraft Sie Ja Nein
selbst Eingestellt?
Definition Beférderung: Aufwarts, Wachstum finanziell, Aufgabenbereich, Funktionsstufe; Tatigkeit
gravierend andert
Definition Komplexitat: kann sowohl in der breite komplex sein (viele Aufgaben) als auch in der Tiefe;
Beides
11. Streben Sie eine spatere disziplinarische Fihrungsverantwortung an?
()Ja () Nein () Ich weifd noch nicht

Fur viele PEP-Teilnehmer geht es bei dem Workshop um den nachsten beruflichen Schritt, den sie
tun wollen, und um berufliche Veranderungen. Darauf beziehen sich auch die folgenden Fragen.
Ich gebe Ihnen immer erst die Fragen und dann die verschiedenen Antwortméglichkeiten vor.

1. Haben Sie vor, sich beruflich zu verandern?
( ) Nein, auf keinen Fall ( ) Ich habe mich gerade erst beruflich verandert
( ) Mdglicherweise
( ) Wahrscheinlich
() Ja, auf jeden Fall

21a). Kommen lhnen ab und zu Gedanken, diese Stelle zu verlassen?

1] 2[ ] 3] 4[] 5[]

Niemals Selten Manchmal Haufig Standig

3. Wissen Sie, wohin Sie sich verdndern wollen?
() Ja, ich habe konkrete Vorstellungen
() Jaein, Ich kenne nur so ungefahr die Richtung
() Nein, ich weil3 das eigentlich gar nicht so genau

21b). Inwiefern stimmen Sie der folgenden Aussage zu: Ich plane, mich innerhalb der ndchsten 12
Monate nach einer neuen Stelle umzusehen?
1[] 2[ ] 3] al ] 5[]

Stimme gar nicht zu Stimme eher nicht zu Bin unentschieden Stimme eher zu  Stimme véllig zu

21c). Wie wahrscheinlich ist es, dass Sie sich im Verlauf des nachsten Jahres nach einer anderen
Stelle innerhalb von Siemens umsehen?
1] 2[ ] 3[ ] 4] ] 5[ ]
Sehr unwahrscheinlich  Unwahrscheinlich Teils-teils Wahrscheinlich Sehr
wahrscheinlich

21d). Wie wahrscheinlich ist es, dass Sie sich im Verlauf des nachsten Jahres nach einer anderen
Stelle bei einer anderen Firma umsehen?
1] ] 2[ ] 3[ ] 4] ] 5[ ]
Sehr unwahrscheinlich Unwahrscheinlich Teils-teils Wahrscheinlich Sehr
wahrscheinlich

38. Beabsichtigen Sie heute, Ihren jetzigen Job innerhalb des nachsten Jahres zu kiindigen?
10 2 [ 3 U 4 5 [

Sehr unwahrscheinlich  Unwahrscheinlich Teils-teils Wahrscheinlich Sehr wahrscheinlich

Die folgenden Fragen beschéftigen sich mit lhren Einstellungen in bezug auf lhre jetzige Stelle.

12. Was mochten Sie an Ihrem jetzigen Job unbedingt veréndern? Offene Frage Stichworte
genugen.
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16. Wie viel Komplexitat hatten Sie gerne in lhrem Job?

1[ ] 2[ ] 3[_] 4[] 5[]

Viel weniger Weniger Gleichviel Mehr Viel mehr

19. Wie viel Handlungsspielraum hatten Sie gerne in Ihrem Job?

1[ ] 2[ ] 3[_] 4[] 5[]

Viel weniger Weniger Gleichviel Mehr Viel mehr

68. Wie stark verandert sich Ihr Job, so dass Sie gefordert sind, lhre Fahigkeiten standig zu
erweitern?

1] 2[ ] 3[ ] 4[] 5[]

Gar nicht Eher nicht MittelmaRig Eher stark Sehr stark

44. Wie sorgen Sie aktiv fur die Erhaltung Ihres Marktwertes? Offene Frage Bitte nennen Sie drei
Verhaltensweisen.

24. Wie wichtig ist es Ihnen, Karriere zu machen in lhrem Leben?

1[ ] 2[ ] 3[ ] al ] 5[]

Ganz unwichtig Unwichtig Teils-teils Wichtig Sehr wichtig

Definition:

Im Fragebogen wir verstehen das Wort ,Karriere* gleichlautend mit ,beruflicher Entwicklung“ — eine
Karriere ist also nicht zwangslaufig eine ausschlie3liche Entwicklung nach oben, sondern kann sich in
alle moglichen Richtungen entwickeln.

D. Im néchsten Abschnitt geht es darum, wer Sie als "Fdrderperson” bei lhrer beruflichen
Karriereentwicklung unterstiitzt. Unter einer Forderperson verstehen Sie bitte eine Person, die
innerhalb des letzten Jahres ein Interesse an lhrer beruflichen Entwicklung gezeigt und Sie auch
mit Taten unterstitzt hat in Ihrem Fortkommen.

50. An wie viele "Forderpersonen” haben Sie sich innerhalb des letzten Jahres gewandt, um lhre
personliche und berufliche Entwicklung mit diesen Personen zu besprechen? Personen.
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51. Bitte nennen Sie mir von den Personen, die Sie eben genannt haben, bis zu 5 Personen mit
Name, mit Initialen, oder Spitznamen — am besten die, die lhnen als wichtigste einfallen. Wir werden uns
auf jede Person kurz beziehen.

Person 1:

Person 2:

Person 3:

Person 4:

Person 5:

52. Denken Sie an Person (#). Woher kennen Sie | Person | Person | Person | Person | Person
diese Person? 1 2 3 4 5

Eigene Abteilung/Organisation/Arbeitsumfeld

Familienkreis

Enger Freundeskreis

Sport

Schul-/ Studienzeit

Kirche oder religiose Gemeinschaft

Andere: (bitte Bereich eintragen)

53. Kennt diese Person (Name nennen )die Person | Person | Person | Person | Person
anderen Forderpersonen ? 1 2 3 4 5

...kennt keine der anderen Personen

...kennt einige der anderen Personen

...kennt viele der anderen Personen

...kennt die meisten der anderen Personen

...kennt alle anderen Personen

54. Wie gefiihlsmaRig verbunden flihlen Sie sich | Person | Person | Person | Person | Person
mit dieser Person? 1 2 3 4 5

Sehr locker verbunden

Eher locker verbunden

Gemischt

Eher eng verbunden

Sehr eng verbunden

55. Inwiefern ist Ihre Beziehung zu dieser Person | Person | Person | Person | Person | Person
durch ein ausgewogenes Geben und Nehmen 1 2 3 4 5
gekennzeichnet?

Ich bekomme sehr viel mehr als ich gebe

Ich bekomme etwas mehr als ich gebe

Ausgewogen

Ich gebe etwas mehr als ich bekomme

Ich gebe sehr viel mehr als ich bekomme

56. Wie oft tauschen Sie sich aus mit dieser Person | Person | Person | Person | Person
Person? 1 2 3 4 5

Ganz sporadisch

Alle paar Monate

Ungefahr einmal im Monat

Ungefdhr einmal pro Woche

Mehr als einmal pro Woche

Gut, dann gehen wir jetzt weiter zu Person X. (Name nennen). = nachster Durchgang.
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D. Dann schalte ich jetzt das Tonband ein. Im letzten Abschnitt des Interviews werde ich Sie vor
einige schwierige Situationen stellen. Bitte sagen Sie mir, was man in einer solchen Situation tun
kdnnte; seien Sie kreativ.

(Interviewer:personlichen Eindruck mitnotieren!!!)

Situation 1: "Nehmen Sie an, Sie wollen sich weiterbilden in einem Spezialgebiet. Was tun Sie?"
(= Barriere 1)
TN-Antwort auf Barriere 1:

Interviewer-Barriere 2:

"Stellen Sie sich vor, das funktioniert nicht."

Oder Mischung mit spezifischerer Barriere, siehe hier:

e "Im Intranet finden Sie nichts."

e "lhr Personalbetreuer kann lhnen nicht weiterhelfen."

e "lhre Fuhrungskraft hat keine Idee, wo Sie so ein Training beziehen koénnten."
o "lhre Kollegen/Freunde kennen sich in diesem Gebiet nicht aus."

Gewadhlte Barriere notieren:

TN-Antwort auf Barriere 2:

Interviewer-Barriere 3:
"Stellen Sie sich vor, das funktioniert nicht." Oder spezifischere Barriere, siehe oben:
Gewadhlte Barriere notieren:

TN-Antwort auf Barriere 3:

"Haben Sie noch weitere Ideen, was man tun konnte?"
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Situation 2: "Nehmen Sie fur einen Augenblick an, Ihr Kollege macht seine Arbeit so schlampig,
dass Sie dadurch Mehrarbeit haben. Was tun Sie?" (= Barriere 1)

TN-Antwort auf Barriere 1:

Interviewer-Barriere 2:

"Stellen Sie sich vor, das funktioniert nicht.”

Oder Mischung mit spezifischerer Barriere, siehe hier:
o "Der Kollege ist nicht einsichtig."

e "lhre Fuhrungskraft fuhlt sich nicht verantwortlich.”
o "Die Kollegen wollen sich nicht einmischen."”
Gewadhlte Barriere notieren:

TN-Antwort auf Barriere 2:

Interviewer-Barriere 3:

"Stellen Sie sich vor, das funktioniert nicht." Oder spezifischere Barriere, siehe oben:
Gewadhlte Barriere notieren:

TN-Antwort auf Barriere 3:

"Haben Sie noch weitere ldeen, was man tun konnte?"
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Situation 3: "Nehmen Sie fur einen Augenblick an, Sie haben einen Verbesserungsvorschlag
eingereicht, aber Ihre Fihrungskraft reagiert nicht. Was tun Sie?" (= Barriere 1)
TN-Antwort auf Barriere 1:

Interviewer-Barriere 2:

"Stellen Sie sich vor, das funktioniert nicht."

Oder Mischung mit spezifischerer Barriere, siehe hier:

e "Die Sekretarin kann keinen Termin mit lhrer Fihrungskraft freimachen."

e "Die Fuhrungskraft der nachsten Ebene reagiert nicht."

o "Der Mitarbeiter der zustandigen Stelle fur Verbesserungsvorschlage ist in Urlaub."
o "Die Gewerkschaften sagen, sie sind nicht verantwortlich.”

Gewahlte Barriere notieren:

TN-Antwort auf Barriere 2:

Interviewer-Barriere 3:
"Stellen Sie sich vor, das funktioniert nicht." Oder spezifischere Barriere, siehe oben:
Gewadhlte Barriere notieren:

TN-Antwort auf Barriere 3:

"Haben Sie noch weitere ldeen, was man tun konnte?"
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Situation 4: "Nehmen Sie einen Augenblick an, Sie haben sich fir eine bestimmte
innerbetriebliche Stellenausschreibung beworben und auf Ihre Bewerbung nichts gehort. Was tun
Sie?" (= Barriere 1)

TN-Antwort auf Barriere 1:

Interviewer-Barriere 2:
"Stellen Sie sich vor, das funktioniert nicht."
Oder Mischung mit spezifischerer Barriere, siehe hier:

"Die zustandige Fuhrungskraft ist im Urlaub."

o Die Personalabteilung wird gerade umorganisiert, und die ehemals zustéandige
Personalsachbearbeiterin ist versetzt worden."

e (Bei “ich gucke ins Intranet, um Infos Uber die Abteilung zu finden”) “Sie kdnnen die Abteilung auf
einem Orgchart nicht finden und haben keine Hintergrundinfos

e ,Sie haben keine Netzwerke, die in diesen Bereich hineinreichen.”

o “Dieses Stellenprofil wird von keinem anderen Bereich ausgeschrieben.”

e "Der Betriebsrat ist nicht zustandig."

Gewahlte Barriere notieren:

TN-Antwort auf Barriere 2:

Interviewer-Barriere 3:
"Stellen Sie sich vor, das funktioniert nicht." Oder spezifischere Barriere, siehe oben:
Gewadbhlte Barriere notieren:

TN-Antwort auf Barriere 3:

"Haben Sie noch weitere ldeen, was man tun kénnte?"

Vielen Dank fur dieses Interview!
Codewort festlegen & Name der Fuhrungskraft— Hinweis auf den ersten Fragebogen — Viel Spal3
beim Workshop!



Auswertung:

Interview measurement instrument t1

Overcoming Barriers

Codierung:

keine Barriere Gberwunden/Weigerung, zu antworten = 0
Eine Barriere berwunden = 1

2 Barrieren Uberwunden = 2

3 Barrieren Uberwunden = 3

4 Barrieren Uberwunden =4

5 oder mehr Barrieren Uberwunden =5

Anzahl der Uberwundenen Barrieren bei Situation 1: :
Anzahl der Glberwundenen Barrieren bei Situation 2:
Anzahl der Giberwundenen Barrieren bei Situation 3:
Anzahl der Giberwundenen Barrieren bei Situation 4:

Aktive Herangehensweise:
Wie aktiv wurden die Barrieren Uberwunden? "Aktivitat" bedeutet: das Ausmal, in dem der Teilnehmer versucht hat, das Problem

selbst zu I6sen, anstatt es an eine andere Person zu delegieren (z.B. in einem Buch die juristischen Aspekte eines Problems selber
nachschlagen vs. das Problem an einen Anwalt delegieren).

Situation 1:

Er/Sie ist selbst
aktiv

Situation 2:

Er/Sie ist selbst
aktiv

Situation 3:

Er/Sie ist selbst
aktiv

Situation 4:

Er/Sie ist selbst
aktiv

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

A-24

Er/Sie delegiert

Er/Sie delegiert

Er/Sie delegiert

Er/Sie delegiert

Aktivitat — Passivitat: Hier ist der subjektive und ganzheitliche Eindruck bei der Beantwortung der jeweiligen Situation gefragt
(Stimme, mitgehen in der Situation)

Situation 1:

Er/Sie wirkt aktiv

Situation 2:

Er/Sie wirkt aktiv

Situation 3:

Er/Sie wirkt aktiv

Situation 4:

Er/Sie wirkt aktiv

2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5

(Items dann bei der Dateneingabe rekodieren!!).

Er/Sie wirkt
passiv

Er/Sie wirkt
passiv

Er/Sie wirkt
passiv

Er/Sie wirkt
passiv
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Fragebogen Il zum Seminar "Persdnliche Entwicklungsplanung"

Liebe PEP-Teilnehmerin, lieber PEP-Teilnehmer,

Anbei der zweite der Fragebdgen fiir die Untersuchung im PEP, der gleichzeitig das Abschlussfeedback
fur das Seminar beinhaltet. Thema des Fragebogens sind ein paar organisatorische Fragen zum Kurs
und zu den Trainern, lhre Sichtweise auf die eigene gegenwartige berufliche Entwicklung, sowie lhre
damit verbundenen Einstellungen, Gefihle, und Verhaltensweisen.

Bitte tragen Sie Ihr Codewort hier ein:

(Madchenname meiner Mutter — 1. Buchstabe des Vornamens und Nachname)

Bitte geben Sie den Fragebogen bei Ihrem Trainer/lhrer Trainerin ab.

Fur lhre Fragen stehe ich gerne zur Verfligung:
Babette Raabe (SQT, Tel. 089-636-48113).

Vielen Dank!!
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A. Die folgenden Fragen beschéftigen sich damit, wieviel Sie in der letzten Zeit liber sich nachgedacht
haben und wie der PEP-Workshop auf Sie gewirkt hat.

1. Die folgenden Aussagen beschaftigen sich mit lhrem Wissen lber sich
selbst.

Ich kenne meine Starken und Schwachen in meinem jetzigen Job.

Ich weiss, wie ich meine Starken flir meinen beruflichen Erfolg einsetzen
kann.

Ich weiss, an welchen persdnlichen Entwicklungsfeldern ich noch arbeiten
muss, wenn ich mich in die von mir angestrebte Position verédndern will.

Ich weiss, welche persdnlichen Werte mir bei meiner Arbeit wichtig sind.

Ich habe Uber eine Passung meiner personlichen Werte mit meinem
derzeitigen Job nachgedacht.

L] RN ] []|~ Stimmtgar nicht
[0 [0 [0 [~ Stmmtehernicht
[1 [0 [ [J]]|w Binunentschieden
(1 OO OO [Ols Stimmteher
(0 OO [0 [Ole Stimmtvolig
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2. Bitte kreuzen Sie an, wie sehr Sie den folgenden Aussagen zustimmen, EJIEl|c ||E ||E

und antworten Sie mdglichst spontan. ORI [P ||
1 2 3 4 5

Der PEP-Workshop hat mir geholfen, Hindernisse zu identifizieren, die mich

von meiner beruflichen Weiterentwicklung abhalten. 1 O O [

Ich will gleich nachste Woche mit der Umsetzung meines Plans beginnen. OO0 O O O

Der PEP-Workshop hat mir geholfen, Hindernisse im Zusammenhang mit

meiner beruflichen Weiterentwicklung zu iiberwinden. 1 O O [

Dieses Training gibt mir den nétigen Push, um jetzt etwas zu bewegen. 1 O O [

Der PEP-Workshop hat mir geholfen, Ziele fiir meine berufliche

Weiterentwicklung zu setzen bzw klarer zu sehen. O O O O Od

Der PEP-Workshop hat mir geholfen, zuversichtlicher zu sein bzgl. meiner.

Fahigkeiten, meine berufliche Weiterentwicklung selbst zu gestalten 1 O O [

Ich finde, dieses Training sollten auch andere Mitarbeiter erhalten, die lhre

berufliche Weiterentwicklung starker in die eigene Hand nehmen wollen. 1 O O [

Ich bin so richtig begeistert von meinem PEP. O O O O Od

3. Bitte kreisen Sie dasjenige Gesicht ein, das am besten ausdruckt, wie zufrieden Sie mit lhrem Job

wEee
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B. Der folgenden Abschnitt beschaftigt sich mit lhrer Zuversicht, bestimmte Situationen lhrer beruflichen
Weiterentwicklung zu managen.

Kreuzen Sie bitte fiir jedes der untenstehenden
Statements von 1 bis 10 an, wie zuversichtlich
Sie sind, Ihre berufliche Weiterentwicklung in
dieser spezifischen Situation zu managen.

Waren Sie in der Lage, Ihre berufliche
Weiterentwicklung erfolgreich zu managen, ....

= Gar nicht zuversichtlich
Sehr zuversichtlich

[N
w
N
a1
(o]
~
(o]
©
o

...wenn Sie nahezu keine Zeit haben, sich um lhre
berufliche Weiterentwicklung zu kimmern wegen
des Tagesgeschéfts.

0O
0O
RN
0O
0O
RN
RN
0O
RN
0O

...wenn lhr Vorgesetzter lhre Ideen nicht teilt.

...wenn Sie nicht wissen, wo Sie Informationen
innerhalb von Siemens zu bestimmten Themen

finden. O 0O 0000000 0

...wenn Sie bei hrer Umsetzung nicht die
Unterstiitzung erhalten, die Sie sich von anderen

wiinschen. O 0O 00000000

...wenn Sie nicht tGber die Netzwerke verfligen, die
Sie fur lhre berufliche Weiterentwicklung eigentlich

brauchten. O 0O 0000000 0

...wenn Sie plétzlich feststellen, dass Sie in der
Umsetzung lhres eigenen Plans ins Hintertreffen

geraten sind. O O0000000n0:6a4afd
...wenn Sie eine Veranderung geplant haben, aber
keine interessanten Stellen finden. O O 0000000 0
...wenn Sie noch keine ldee haben, wohin Sie sich
verandern wollen. OO 0000000 0O

...wenn Sie eigene Verhaltensweisen im Umgang
mit anderen Personen dauerhaft &ndern missen,
um lhre berufliche Entwicklungsplanung

umzusetzen. O 0O 00000000

C. Die folgenden Fragen beschéftigen sich mit lhren Zielen sowie |hren Einstellungen dazu. Bitte
kreuzen Sie die entsprechenden Antworten an.

1. Haben Sie ein klares berufliches Ziel fiir die nachsten 3-5 Jahre?

[]Ja ] Nein
2. Wie schwierig wird es flr Sie, Ihr nachstes Karriereziel zu erreichen?

1 [ 2 [ 3 [ 4 [] 5 [
Uberhaupt nicht Nicht schwierig Ein bisschen schwierig Schwierig Sehr
schwierig schwierig
3. Erleben Sie Ihr Karriereziel als herausfordernd?

1 [ 2 [ 3 [ 4 [] 5 [
Uberhaupt nicht Nicht Ein bisschen Herausfordernd Sehr

herausfordernd herausfordernd herausfordernd herausfordernd
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4. Wie verhalt sich lhr berufliches Karriereziel zu lhren privaten Zielen?

1 0 2 [ 3 4 [ 5 [
Starker Widerspruch ~ Widerspruch Unabhéangig Gut vereinbar Sehr gut
vereinbar

5. Die folgenden Aussagen beschéftigen sich mit lhrer Einstellung zu lhren
Karrierezielen.

Es fallt mir schwer, mein Karriereziel ernst zu nehmen.

Es ist unrealistisch fiir mich, anzunehmen, dass ich mein Karriereziel
erreichen werde.

Es ist ziemlich wahrscheinlich, dass ich mein Karriereziel gegebenenfalls
revidieren muss, abhéngig davon, wie sich die Dinge entwickeln.

Ganz ehrlich: es ist mir egal, ob ich mein Karriereziel erreiche oder nicht.

Ich méchte mein Karriereziel unbedingt erreichen.

Es brauchte nicht viel, damit ich mein Karriereziel aufgebe.

Ich denke, dies ist ein gutes Karriereziel flr mich.

Ich bin willens, mir sehr viel mehr Mihe zu geben, um dies Ziel zu
erreichen, als das sonst bei mir der Fall ist.

Ich kann nicht viel gewinnen, wenn ich versuche, mein Karriereziel zu
erreichen.

OO0 0O OOOO0O0 0O [»Ofw Stmmegarnichtzu
OO0 O OOOOQO O Ols~ stmmeehernihtzu
OO 0O O0OO0O0O0 O [{e Binunentschieden
OO O oo O [Cfs Stmmeeherzu
OO O dOdOdn O [Ofo Stmmevoligzu

Die Schritte, um mein néachstes Karriereziel zu erreichen, sind komplex.

D. Die Fragen im folgenden Abschnitt beschéaftigen sich mit lhrem geplanten Einholen von Rickmeldung
(Feedback) und Informationssuche.

1. Wie oft pro Monat wollen Sie sich in der Umsetzungsphase ein arbeitsbezogenes Feedback von
anderen Personen holen?
mal.

2. Wie oft im Monat wollen Sie andere Personen fragen, wie Sie personlich gewirkt haben in einer
bestimmten Situation?
mal.

3. Haben Sie vor, aktiv nach anderen Arbeitsmdéglichkeiten zu suchen?
1 [] 2 [ 3 4 [] 5 ]
Sehr unwahrscheinlich  Unwahrscheinlich Mdglich Wabhrscheinlich Sehr
wahrscheinlich




Survey measurement instrument t2 A-29

E. Der nachste Abschnitt beschéftigt sich mit Ihren Karriereplanen.

1. Haben Sie einen Plan bzw. konkrete Vorstellungen, wie Sie lhre Karriereziele innerhalb der nachsten
drei Jahre verwirklichen wollen?

[]Ja [ ] Nein

2. Die folgenden Aussagen beschéftigen sich mit der Ausgestaltung Ihres
Plans. Bitte kreuzen Sie an, in welchem Ausmass die folgenden Dinge in
Ihrem Plan enthalten sind:

Einzelne Teilschritte

Ein Zeitrahmen, bis wann ich meinen Plan umsetzen mochte

Ansprechpersonen, die mir in der Umsetzung helfen

Mdgliche Hindernisse oder Risiken

Alternativpléne als Fallback-L6sungen

Strategien, falls besondere Gelegenheiten auftauchen, die ich fiir mich
nutzen kann

Personen/Methoden, die mir beim Monitoring meiner Fortschritte helfen

Zeitpunkte fir eine Bestandsaufnahme

DOodd OO0On0OQ|w Garnch
DOodd OoOooOoOfis K
Dodd OO O|w Massig
Do OO 0OO Qs Reihlch
DO OO0O0OD0O DO e Sehrvel

Unterschiedliche zeitliche Perspektiven i.S.v.Langfristigkeit/Kurzfristigkeit

F. Der néchste Abschnitt beschéaftigt sich mit der geplanten Umsetzung Ihrer Karrierepléne. Bitte kreuzen
Sie die entsprechenden Antworten an.

1. Sind Sie bereits in der Umsetzung |hrer Karrierepl&ne?

[]Ja ] Nein

2. Realistisch betrachtet: Wieviel von dem, was Sie sich in lhrem Plan fir Ihre Karriereentwicklung
vorgenommen haben, werden Sie tatséchlich umsetzen?

10 2 O 3 [ 4 [] 5 [
Sehr wenig Wenig Mittel Viel Sehr
viel

3. Auf wieviele Hindernisse werden Sie bei der Umsetzung Ihrer Plane vermutlich stossen?
1 [] 2 [ 3 [ 4 [] 5 [
Keine Wenige MaRig viele Viele Sehr
viele

4. Welcher Art werden diese Hindernisse vermutlich sein?
[l Eigenes Zeitmanagement ] Arbeitsvolumen im Tagesgeschaft
[] Ziele haben sich verandert [] Fuhrungskraft hat andere Vorstellungen
[ ] Keine Nachgespréche gefiihrt [ ] Keine freien Stellen im gesuchten Arbeitsfeld
[] Ziele/Plane nicht durchgesetzt [l

[] Anderes:

Keine gesuchten Informationen gefunden

5. Wie aktiv werden Sie nach alternativen Losungen suchen; um lhren Plan weiter zu verfolgen?
10 2 [ 3 [ 4 [ 5 [
Gar nicht aktiv Eher nicht aktiv MittelmaRig aktiv Eher aktiv Sehr aktiv
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6. In welchem Ausmass werden Sie die Fortschritte bei der Umsetzung lhrer Karriereziele Uberprifen?

1 2 O 3 [ 4 [ 5 [
Gar nicht Wenig Mittel Viel Sehr viel
7. Wie werden Sie Fortschritte in Ihrer Zielerreichung feststellen?
[ ] Gar nicht [] Gesprache mit anderen Personen
[ ] Checklisten [ ] Kalendereintrage mit Deadlines
[]Anderes:
8. Wer wird Sie in der Einhaltung lhrer Plane durch Nachfragen und "Monitoring" unterstiitzen?
[l  Meine Fihrungskraft [] Meine Kolleginnen und Kollegen
[ 1  Nurich selbst [1 Mein Personalbetreuer/-betreuerin
[] Mein Partner/Partnerin [ ] Freunde
[] Niemand ] Andere Personen:

G. Im folgenden Abschnitt finden Sie Worte, die bestimmte Gefiihle beschreiben. Bitte lesen Sie jedes
Wort durch und geben Sie mit einer Zahl der untenstehenden Skala das Ausmass an, in dem dieses
Gefihl auf Sie zutrifft.

Bitte geben Sie an, wie Sie sich im Moment fiihlen, wenn Sie an Ihre Karriere denken.

1-Garnicht 2 - Ein bisschen3 - Eingermassen 4 - Erheblich 5 - Ausserst
Interessiert Gereizt
Bekimmert Wach
Freudig erregt Beschamt
Verargert Angeregt
Stark Nervos
Schuldig Entschlossen
Erschrocken Aufmerksam
Feindselig Durcheinander
Begeistert Aktiv
Stolz Angstlich

Vielen Dank fur lhre Mitarbeit. Wir hoffen, der Fragebogen hat Sie angeregt, Uber die Wirkung des
Workshops fur Sie und lhre berufliche Entwicklung nachzudenken und wiinschen Ihnen einen
erfolgreichen PEP-Transfer in den Alltag!
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Fragebogen Il zum Seminar "Persdnliche Entwicklungsplanung"

Liebe PEP-Teilnehmerinnen und PEP-Teilnehmer,

anbei der dritte der Fragebdgen fiir die Untersuchung im PEP, der sich auf die Umsetzung lhrer
Entwicklungsplanung wahrend der letzten drei Monate bezieht, Ihre Sichtweise auf die eigene
gegenwartige berufliche Entwicklung, sowie Ihre damit verbundenen Einstellungen, Gefiuihle und
Verhaltensweisen.

Bitte tragen Sie den Ma&dchennamen Ihrer Mutter hier ein:

(_Médchenname meiner Mutter — 1. Buchstabe des Vornamens und Nachname)

Bitte senden Sie den Fragebogen an Babette Raabe (SQT PC L&M, MchM Rm 14 319, Email:
babette.raabe@sqt.siemens.de) oder geben Sie ihn direkt bei lhrem Trainer/lhrer Trainerin ab.

Fur lhre Fragen stehe ich gerne zur Verfligung:
Babette Raabe (SQT, Tel. 089-636-48113).

Vielen Dank fur lhre Mithilfe!!
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A. Die folgenden Aussagen beschaftigen sich mit Einstellungen in Bezug auf Ihren Arbeitsplatz.

1. Bitte kreuzen Sie dasjenige Gesicht an, das am besten ausdriickt, wie zufrieden Sie in den letzten drei
Monaten mit Ihrem Job gewesen sind:

»OE

2a). Kommen lhnen ab und zu Gedanken, diese Stelle zu verlassen?
1 0 2 d 3 [0 4 [] 5 [

Niemals Selten Manchmal Haufig Standig

2b). Planen Sie, sich innerhalb der nachsten 12 Monate nach einer neuen Stelle umzusehen?

1] 2 O 3 [ 4 ] 5 [
Stimme gar Stimme eher Bin Stimme Stimme
nicht zu nicht zu unentschieden eher zu vollig zu

2c). Wie wahrscheinlich ist es, dass Sie sich im Verlauf des nachsten Jahres nach einer anderen Stelle
innerhalb von Siemens umsehen?

1] 2 [ 3 [ 4 [] 5 [
Sehr Unwahrscheinlich Teils-teils Wahrscheinlich Sehr
unwahrscheinlich wahrscheinlich

2d). Wie wahrscheinlich ist es, dass Sie sich im Verlauf des nachsten Jahres nach einer anderen Stelle
bei einer anderen Firma umsehen?

1 2 O 3 [ 4 [] 5 [
Sehr Unwabhrscheinlich Teils-teils Wahrscheinlich Sehr
unwahrscheinlich wahrscheinlich

3. Beabsichtigen Sie heute, Ihren jetzigen Job innerhalb des néchsten Jahres zu kiindigen?

1 2 [ 3 [ 4 [] 5 [
Sehr Unwahrscheinlich Maoglich Wahrscheinlich Sehr
unwahrscheinlich wahrscheinlich

B. Die folgenden Aussagen beschéftigen sich mit dem Einholen von Rickmeldung (Feedback) innerhalb
der letzten drei Monate.

1. Wie oft pro Monat haben Sie sich ein arbeitsbezogenes Feedback von anderen Personen geholt?
mal.

2. Wie oft im Monat haben Sie andere Personen gefragt, wie Sie personlich gewirkt haben in einer
bestimmten Situation?
mal.
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s ||R
3. Bitte kreuzen Sie an, wie sehr Sie folgenden Aussagen zustimmen, und Nllz |5
antworten Sie maglichst spontan. SIE||® (R’
— < == =
[} [} 5 (O] Q
Elle||ls||E ||g
E|IE ||z ||E ||E
b |6 ||la |6 |6
1112]|3||4]|5
Ich habe bei anderen aktiv nachgefragt, was ich an meiner Arbeit noch
Verbessern kann. 1 O O [
Ich habe mir situationsbezogene Riickmeldungen noch innerhalb der
Woche geholt, in der die jeweilige Situation passiert ist. 1 O O [
Ich habe mir aktiv Rilckmeldungen geholt, wie ich auf andere wirke. O O O O Od
s || R
Bitte kreuzen Sie an, wie sehr Sie folgenden Aussagen zustimmen, und Nz S
antworten Sie moglichst spontan. é 2 |3 R i
P < S R
Q Q 5 Q ]
Elle||ls||gE ||g
E|IE ||z ||E ||E
|6 ||la||6||6
11|12]|31||4]||5
Ich habe auch nachgehakt, wenn andere mir nicht sofort eine Riickmeldung
Geben wollten. O O 0O 0O O
Ich habe bei anderen aktiv nachgefragt, was ich noch an mir verbessern [ I O
kann.
Die Ruckmeldungen, die ich von anderen erbeten habe, haben sich immer
Auf bestimmte Situationen bezogen. 1 O O [
Ich habe mir aktiv Riickmeldungen geholt, wie gut ich meine Arbeit tue. 1 O O [
Ich habe auch nach einer Riickmeldung gefragt, wenn ich wusste, dass sie
Fiur mich unangenehm werden konnte. O O O O Od
4. Wie wichtig sind Ihnen die Ziele heute, die Sie sich auf dem PEP vorgenommen hatten?
1 0 2 3 4 [0 5 [
Unwichtig Eher unwichtig Teils/Teils Eher wichtig Sehr wichtig

C. Die Fragen im folgenden Abschnitt beschéaftigen sich mit Informationssuche, beruflichen Alternativen

und Ihrer Entscheidung fir eine Alternative.

1. Haben Sie aktiv nach anderen Arbeitsmdglichkeiten gesucht?

1 [ 2 [ 3 U 4 [
Sehr unwahrscheinlich  Unwahrscheinlich Teils/Teils Wahrscheinlich

5 [

Sehr

2. Wie viele Stunden innerhalb des letzten Monats haben Sie fir Ihre Karriereentwicklung....

wahrscheinlich

... Literatur (Fachbticher/-zeitschriften) gelesen: Stunden.
.. sich im Intranet informiert: Stunden.
... Sich im Internet informiert: Stunden.
... Fernsehen/Hdrfunk genutzt: Stunden.
.. andere Quellen genutzt: Stunden.
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3. Wie viele Stunden innerhalb der letzten drei Monate haben Sie....

... an Weiterbildungsveranstaltungen (Seminare, Messen, Tagungen,

Kongresse - auBer dem PEP) teilgenommen: Stunden.
... mit Ihrer Fihrungskraft Gber Ihre weitere Karriereentwicklung gesprochen? Stunden.
... mit Inrem Personalbetreuer Uber Ihre Karriereentwicklung gesprochen? Stunden.
... mit anderen Personen Uber mdgliche Positionen gesprochen: Stunden.
... benutzt, um lhren Lebenslauf/andere Bewerbungsunterlagen/ Ihr Portfolio

auf den neuesten Stand zu bringen: Stunden.

D. Der nachste Abschnitt beschaftigt sich mit Ihren Karriereplanen. Bitte kreuzen Sie die
entsprechenden Antworten an.

Die folgenden Aussagen beschéftigen sich mit der Ausgestaltung Ihres
Plans. Bitte kreuzen Sie an, in welchem Ausmal die folgenden Dinge in
Ihrem Plan enthalten sind:

Einzelne Teilschritte

Ein Zeitrahmen, bis wann ich meinen Plan umsetzen mochte

Ansprechpersonen, die mir in der Umsetzung helfen

Mdgliche Hindernisse oder Risiken

Alternativplane als Fallback-Lésungen

Strategien, falls besondere Gelegenheiten auftauchen, die ich fiir mich
Nutzen kann

Personen/Methoden, die mir beim Monitoring meiner Fortschritte helfen

Zeitpunkte fir eine Bestandsaufnahme

ODOodd OoOoO0OQ|- Garnich
DOodd OOooofijs Keum
ODOdd O0O0O0OQO | Makie
OO OO OO Qs Reichlch
DO OO0O0O0O DO o Sehrvel

Unterschiedliche zeitliche Perspektiven i.S.v. Langfristigkeit/Kurzfristigkeit

E. Der nachste Abschnitt beschéftigt sich mit Selbstmanagement-Inhalten, die Sie im Seminar
kennengelernt haben, und der Umsetzung lhrer Karriereplane. Bitte kreuzen Sie die entsprechenden
Antworten an.

1. Mit wie vielen Personen haben Sie nach dem Seminar lhre Personliche Entwicklungsplanung
besprochen: Personen.

2a. In welchem Ausmalf3 haben Ihre Férderpersonen Sie bei der Umsetzung lhres Plans unterstiitzt?

10 2 [ 3 d 4 [] 5 []
Gar nicht Wenig Mittel Viel Sehr viel
2b. In welchem Ausmalf3 haben Sie zusétzlich andere Personen gebeten, Sie zu unterstiitzen?
10 2 O 3 [ 4 [] 5 [
Gar nicht Wenig Mittel Viel Sehr viel
2c. In welchem Ausmalf3 haben diese anderen Personen Sie dann auch tatsachlich unterstiitzt?
10 2 O 3 [ 4 [] 5 [
Kein Wenig MaRig viel Viel Sehr viel
3. Wie viele Schritte/Aktionen hatten Sie sich in Ihrem Aktionsplan vorgenommen? Schritte.

4. Wie viele dieser Schritte/Aktionen haben Sie bereits umgesetzt? Schritte.
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5. Auf wie viele Hindernisse sind Sie bei der Umsetzung lhrer Plane gestol3en?
10 2 O 3 [ 4 [ 5 [

Keine Wenige Mé&Rig viele Viele Sehr viele

6. Welcher Art waren diese Hindernisse?

Eigenes Zeitmanagement Arbeitsvolumen im Tagesgeschaft

[l Keine Nachgespréche gefiihrt

Ol

[] Ziele haben sich verandert ] Fihrungskraft hat andere Vorstellungen
[] Keine freien Stellen im gesuchten Arbeitsfeld
O]

[] Ziele/Plane nicht durchgesetzt
[] Anderes:

Keine gesuchten Informationen gefunden

7. Wie viele davon waren Hindernisse, mit denen Sie schon im PEP-Workshop gerechnet haben?
10 2 O 3 [ 4 [ 5 [

Keine Wenige MaRig viele Viele Sehr viele

8. Wie sehr stimmt folgende Aussage fur Sie: "Die Strategien, die ich im PEP-Workshop kennengelernt
habe, um mit bestimmten Hindernissen umzugehen, haben mir bei der Umsetzung des Planes geholfen."

1 2 [ 3 [0 4 [] 5 []

Stimmt gar nicht  Stimmt eher nicht Bin unentschieden  Stimmt eher Stimmt voéllig

9. Wie aktiv haben Sie nach alternativen Lésungen gesucht, um lhren Plan weiter zu verfolgen?

1 0 2 O 3 [ 4 [ 5 [
Gar nicht aktiv Eher nicht aktiv MittelmaRig aktiv Eher aktiv Sehr aktiv
10. Wie viele lhrer Hindernisse konnten Sie erfolgreich bewaltigen?
1 [ 2 [ 3 U 4 [] 5 [
Keine Wenige Mé&Rig viele Viele Alle
11. In welchem Ausmal Uberprifen Sie die Fortschritte bei der Umsetzung lhrer Karriereziele?
1 2 [ 3 4 [] 5 [
Gar nicht Wenig Mittel Viel Sehr viel

12. Wenn Sie eine Zeitlang aufgehort haben, Ihren Aktionsplan zu verfolgen, wie erfolgreich waren Sie
darin, damit wieder anzufangen und weiterzumachen?

10 2 O 3 [0 4 [] 5 [

Gar nicht erfolgreich Eher nicht erfolgreich  Mittelmé&Rig erfolgreich Eher erfolgreich Erfolgreich

13. Wie oft in den drei Monaten (wie viele Male) haben Sie auf lhren Plan geguckt und eigenes
.Monitoring“ betrieben? Male.

14. Wie stellen Sie Fortschritte in Ihrer Zielerreichung fest?

[] Garnicht [l Gesprache mit anderen Personen
[ ]  Checklisten [l Kalendereintrage mit Deadlines
[] Anderes:

15. Wer unterstlitzt Sie in der Einhaltung Ihrer Plane durch Nachfragen und "Monitoring"?

Meine Fuhrungskraft Meine Kolleginnen und Kollegen
Nur ich selbst Mein Personalbetreuer/-betreuerin

Mein Partner/Partnerin Freunde

Oooon
Oooon

Niemand Andere Personen:
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16. Wie sehr haben andere Personen Ihnen beim Monitoring geholfen?
1 0 2 [ 3 4 5 [
Gar nicht Wenig Mittel Viel Sehr viel

17. Wie sehr stimmt folgende Aussage fiir Sie: "Ich glaube, dass Monitoring hilfreich fir mich war, um
meinen Plan umzusetzen."
1 2 [ 3 4 [] 5 [

Stimmt gar nicht Stimmt eher nicht  Bin unentschieden Stimmt eher Stimmt voéllig

18. Fur wie viele lhrer Schritte/Aktionen haben Sie sich etwas gegdnnt mittels der Dinge, die Sie sich
als ,Belohnungen“ ausgesucht haben?

1 [ 2 [ 3 [ 4 [ 5 [
Keine Wenige MaRig viele Viele Sehr viele
19. Wie wahrscheinlich ist es, dass Sie den Rest lhres Aktionsplans umsetzen werden?
10 2 [ 3 [ 4 5 [
Sehr Unwahrscheinlich Maoglich Wabhrscheinlich Sehr
unwahrscheinlich wahrscheinlich

F. Im folgenden Abschnitt finden Sie Worte, die bestimmte Geflihle beschreiben. Bitte lesen Sie jedes
Wort durch und geben Sie mit einer Zahl der untenstehenden Skala das Ausmalf3 an, in dem dieses
Gefihl auf Sie zutrifft.

Bitte geben Sie an, wie Sie sich in Bezug auf lhre Karriere in den letzten 3 Monaten gefiihlt haben.

1 - Gar nicht 2 - Ein bisschen 3 - Einigermassen 4 - Erheblich 5 - AuRerst
Interessiert Gereizt
Bekimmert Wach
Freudig erregt Beschamt
Verargert Angeregt
Stark Nervos
Schuldig Entschlossen
Erschrocken Aufmerksam
Feindselig Durcheinander
Begeistert Aktiv
Stolz Angstlich

G. Der folgende Abschnitt beschéftigt sich mit Ihrer Zuversicht, bestimmte Situationen lhrer beruflichen
Weiterentwicklung zu managen.

1. Kreuzen Sie bitte fiir jedes der untenstehenden Statements
von 1 bis 10 an, wie zuversichtlich Sie sind, lhre berufliche
Weiterentwicklung in dieser spezifischen Situation zu
managen.

Gar nicht zuversichtlich
Sehr zuversichtlich

Waéren Sie in der Lage, Ihre berufliche Weiterentwicklung
erfolgreich zu managen, ....

4 15|6]7]18]9

N
w
=
o

...wenn Sie nahezu keine Zeit haben, sich um lhre berufliche
Weiterentwicklung zu kimmern wegen des Tagesgeschéfts.

OO0000000 0
...wenn |hr Vorgesetzter Ihre Ideen nicht teilt. ddddoogoogd

1O
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...wenn Sie nicht wissen, wo Sie Informationen innerhalb von

Siemens zu bestimmten Themen finden. oo ogogogdgod
...wenn Sie bei Ihrer Umsetzung nicht die Unterstitzung
erhalten, die Sie sich von anderen wiinschen. OddddOononOnQnn
...wenn Sie nicht Gber die Netzwerke verfugen, die Sie fur Ihre
berufliche Weiterentwicklung eigentlich brauchten. OddddOononOnQnn
...wenn Sie plétzlich feststellen, dass Sie in der Umsetzung
Ihres eigenen Plans ins Hintertreffen geraten sind. OO0 0000 oM
...wenn Sie eine Veranderung geplant haben, aber keine
interessanten Stellen finden. O000 000000
...wenn Sie noch keine Idee haben, wohin Sie sich
verandern wollen. O000 000000
...wenn Sie eigene Verhaltensweisen im Umgang mit anderen
Personen dauerhaft &ndern missen, um lhre berufliche
Entwicklungsplanung umzusetzen. OO0 000000
s [ |R
N — c
2. Bitte kreuzen Sie an, wie sehr Sie den folgenden Aussagen zustimmen, < g % g =2
und antworten Sie moglichst spontan. SIS [l2]||s]]®
() Q () Q ()
E||E||S ||E ||E
EIIE ||c ||E ||E
o ||lo ||la||lo ||6
1112]]3]]4]]5
Der PEP-Workshop hat mir geholfen, Hindernisse zu identifizieren, die mich
von meiner beruflichen Weiterentwicklung abhalten. OO0 O O O
Der PEP-Workshop hat mir geholfen, Hindernisse im Zusammenhang mit
meiner beruflichen Weiterentwicklung zu iiberwinden. 1 O O [
Der PEP-Workshop hat mir geholfen, Ziele fiir meine berufliche
Weiterentwicklung zu setzen bzw. klarer zu sehen. 1 O O [
Der PEP-Workshop hat mir geholfen, zuversichtlicher zu sein bzw. meine
Fahigkeiten, meine berufliche Weiterentwicklung selbst zu gestalten OO0 O O O
Ich finde, dieses Training sollten auch andere Mitarbeiter erhalten, die lhre
berufliche Weiterentwicklung stérker in die eigene Hand nehmen wollen. 1 O O [

H. Im nachsten Abschnitt geht es um berufliche Weiterentwicklung unter Alltagsbedingungen. Versuchen
Sie bitte, sich méglichst gut in die nachfolgend geschilderten Situationen hineinzuversetzen. Bitte kreuzen
Sie bei jeder Situation diejenige der drei Alternativen an, von der Sie denken, dass Sie sich am ehesten
so verhalten wiirden.

1. Ich méchte meine berufliche Weiterentwicklung vorantreiben und habe Klarheit dartber
gewonnen, welche Fragen ich fir mich noch beantworten muss. Was tue ich?

[] Klarheit bewirkt schon viel — ich schaue mal, was sich so entwickelt. Manche Fragen klaren
sich oft mit der Zeit oder durch Zufalle, die man so vorher nicht planen kann.

[] Ich entwerfe einen Plan, wie ich meine Fragen beantworten will. Das ist oft schon die halbe
Miete.

] Ich entwickle eine grobe Strategie und gucke, was ich mir génnen will, wenn ich diese Fragen
beantwortet habe. Zusatzlich motiviert mich eine Belohnung auf dem Weg zum Ziel.
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2. Ich sitze in einer kleinen Entwicklungsabteilung und arbeite ohne gréBere Kontakte
aulRerhalb der Abteilung. Jetzt stelle ich fest, wie viele meiner Kollegen gut funktionierende
Kontakte haben und nutzen. Wie baue ich mir eigene Kontakte auf?

[ Ich fange an, in verschiedensten Zusammenh&ngen Kontakte aufzubauen. SchlieRlich weid
man nie, wozu man diese Kontakte spater nutzen kann.

[] Bei eingehenden Anrufen, die iiber mein Telefon laufen, baue ich Kontakte auf und versuche,
mich in Erinnerung zu halten.

[ Ich tiberlege, zu welchem wichtigem Thema ich mir Kontakte aufbauen will und rufe aktiv
Personen an, die mit diesem Thema zu tun haben.

3. In meinem Plan habe ich mir als Ziel gesetzt, ins Ausland zu gehen. Ich habe dafur
Informationen eingeholt, mit meinem Chef und meiner Partnerin gesprochen, und einiges
angeschoben. Gestern Abend habe ich Gberraschend ein Angebot von einer Nachbar-abteilung
bekommen, ein spannendes Projekt hier in Deutschland zu lbernehmen.

Was soll ich tun?

[] Ich wage die beiden Méglichkeiten ab mit Vor- und Nachteilen und denke tiber die
Konsequenzen fiir meine spatere Weiterentwicklung nach.

[ Ich halte an meinem urspriinglichen Ziel fest und gehe auf jeden Fall ins Ausland. Wenn die
Geschaftswelt immer internationaler wird, wird das fiir meine berufliche Entwicklung
unverzichtbar sein.

[] Ich iiberdenke meine Ziele neu, und versuche herauszufinden, was ich wirklich will. Dann leite
ich daraus weitere Schritte ab.

4. Ich habe einen neuen Chef bekommen, der sehr gute Arbeit macht, aber in vielen Dingen ein
grundséatzlich anderes Arbeitsverstandnis hat. In der letzten Zeit sind wir deswegen wiederholt
aneinandergeraten, und gestern hat er in einer Situation offen gesagt, dass wir Uber viele Dinge
offensichtlich unterschiedliche Ansichten haben. Ich schatze mein Arbeitsumfeld sehr und
mochte auch gerne in dieser Abteilung bleiben. Was soll ich tun?

] Ich rede mit meinem Chef und sage ihm, dass ich fiir die Umgewdhnung auf einen neuen
Chef noch Zeit benétige und wir uns schon aneinander gewthnen werden.

[ Ich tiberlege, ob die Zusammenarbeit grundlegend in Frage gestellt ist. Falls nicht, identifiziere
ich Themen, wo ich meinen Chef mit konstruktiven Vorschlagen unterstiitzen kann.

] Ich finde heraus, welches die Themen und Arbeitsbereiche sind, wo wir die meisten
Differenzen haben, und Gberlege, was das fir unsere Zusammenarbeit bedeutet.

5. Ich habe mit dem Monitoring meines Entwicklungsplans Probleme. Am Anfang hat schon das
tagliche Angucken meines Plans dazu gefiihrt, dass ich neue Schritte angestofRen habe. Jetzt,
nach vier Wochen, hange ich total hinter meinem Plan hinterher und bringe nichts mehr auf die
Reihe. Was tue ich?

] Mein Monitoring mit dem Plan klappt nicht gut. Ich suche mir einen anderen Weg, wie ich
meine Fortschritte verdeutlichen kann — male mir z.B. eine Grafik dazu.

] Ich stoRe meinen Entwicklungsplan mit kleinen Schritten wieder an und bringe meine
Umsetzung voran, bis ich wieder im Zeitplan bin.

[] Wahrscheinlich habe ich mir keine genauen und realistischen Ziele gesetzt in meinem
Umsetzungsplan. AuRerdem sollte ich mir etwas Schdnes gdénnen, wenn ich meine ersten
Schritte nach dem Wiederaufnehmen meines Plans umgesetzt habe.
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6. Ich habe mir vorgenommen, eine Verhaltensweise von mir in Meetings abzustellen. Jedes Mal,
wenn ich Kollegen im Eifer der Diskussion tber den Mund fahre, gestatte ich mir nicht, am
Wochenende Angeln zu gehen, was ein heil3geliebtes Hobby von mir ist. In den letzten zwei
Wochen bin ich jetzt mit schlechtem Gewissen aber doch zum Angeln gegangen, obwohl ich mich
in Meetings nicht richtig verhalten habe. Was soll ich tun?

[ Ich reiRe mich zusammen, bin konsequent und gehe in Zukunft nicht mehr zum Angeln, wenn
ich Kollegen in Meetings angefahren habe. Schlie3lich habe ich mir dies ja selber
vorgenommen, da heil3t es jetzt: konsequent sein.

[ | Die Methode, Angeln ausfallen zu lassen, ist wahrscheinlich zu hart, um sie tiber Monate
durchzuhalten. Ich sollte tiber eine andere Methode nachdenken, die wirksam ist und
gleichzeitig besser durchzuhalten.

] Ich tiberdenke mein Ziel noch einmal und tiberprife fiir mich, ob ich die richtige Methode
gewahlt habe, um mein Diskussionsverhalten zu verédndern. Wenn dem so ist, kann ich ja
einmal im Monat nicht zum Angeln gehen — das ist schon schlimm genug.

7. Die folgenden Aussagen beschéftigen sich mit der Wie viel haben Sie selbst zu
Forderung lhrer Karriere durch Siemens, und auch s 13 d'eze’.“ Geschehen
. . . e N - - eigetragen?

Ihrem eigenen Anteil an dieser Férderung — bezogen =[5 ]|e S

auf die letzten drei Monate. Bitte kreuzen Sie an, g [|E |8 R >

inwiefern Sie den folgenden Aussagen zustimmen 8 % 3 % kS ~

(Mitte) bzw. wie sehr Sie selbst zu diesem e ||e § 0 0 S || o 2

Geschehen beigetragen haben (Rechts). Antworten Sie | [€ || |2 | |E || € S5 |8 ls |2

dabei moglichst spontan. |3 ||la||d |5 oI ]IS |5 ||
1 2 3 4 5 1 2 3 4 5

Meine Fuhrungskraft hat sichergestellt, dass ich das

Training bekomme, das ich fiir meine Karriere benotige. [] [ [ [ O 1 OO 0 O [

Ich bin Dinge gelehrt worden, die ich wissen muss,

um in dieser Organisation voranzukommen. O 0O O O O O O 0O O O

Ich habe eine Arbeit bekommen, die meine

Fertigkeiten fiir die Zukunft entwickelt hat. OO0 0O O O OO0 0O O O

Meine Fuhrungskraft hat mir ein klares Feedback in

bezug auf meine Leistung gegeben. O O 0O O d [ T I I I O

Ich habe unparteiischen Rat bezliglich meiner

Karriere bekommen, wenn ich ihn gebraucht habe. 1 O O OO [ 1 OO 0 O [

Ich bin in der Arbeit Personen vorgestellt worden, die

bereit sind, mir zu helfen, meine Karriere zu entwickeln. [ [1 [ [0 [ OO O O O

Ich habe einen Mentor bekommen, der meine

Karriereentwicklung unterstiitzt. N I I Y I B I O

Meine Fuhrungskraft hat mich Menschen vorgestellt,

die meiner Karriere weiterhelfen. N I I Y I B I O
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o Wie viel W}ere Ihr _Aktionsplan
8. Die folgenden Aussagen beschaftigen sich mit e | |5 ||e durch diese Veranderung
. s . . [} b [J] tatséchlich beeinflusst?
weiteren Faktoren bei Siemens, die auf die Umsetzung | (= | |2 | |5
ihres Aktionsplanes einwirken kénnen. Bitte kreuzen 215 ||e
Sie an, wie diese Faktoren Ihre Umsetzung beeinflusst | |2 [ |5 || S
haben (Mitte), und in welchem AusmaR (Rechts). S 1|5 1]]s
Antworten Sie dabei mdglichst spontan. |l ||2 = -
E||E ||E S || o 2
S |5 |]|5 c ||2 || z
g |8 ||8 5 118 |2 ||z ||S
T ||z T oI |IZ |5 ||
1 2 3 1 2 3 4 5
Erhebliche personelle Veranderungen in der Abteilung [ [ [ O 0O O O O
UmstrukturierungsmafRnahmen im Bereich O O O [ I I I I I I
Veranderter Umgang mit WeiterbildungsmaRnahmen O Od O [ T I I I O
Veranderter Umgang mit Gehaltsthemen im Bereich O O O [ T I I I O
Uberraschende eigene Versetzung durch O O O O O O oo od
Umstrukturierung
Schaffung/Wegfall von fiir Sie interessanten Stellen O O O I I I O I I
Wechsel der eigenen Filhrungskraft O Od O [ T I I I O

Vielen Dank fur lhre Mitarbeit. Wir hoffen, der Fragebogen hat Sie angeregt, im Vorfeld des 2.
Workshop-Teils Uber die Umsetzung lhrer bisherigen Ziele und Plane nachzudenken und
winschen Ihnen einen erfolgreichen Workshop!
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Kurzinterviewleitfaden fir Teilnehmerbefragung zu t4 im PEP:

Datum des Interviews: Teilnehmer Name:
Interviewer: Codewort:
PEP-Datum: VP-Nr.:

Transferplan des Teilnehmers bereithalten zum Abhaken der Action Items!!

Einleitung: "Guten Tag, Herr/Frau......

Hierist __ von der SQT- wir hatten uns fir heute fir ca. 20 Minuten zu einem Interviewtermin
verabredet. Haben Sie die nachste Viertelstunde Zeit, so dass wir nicht gestdrt werden? Sind Sie bereit?
Das Interview besteht aus einem Teil, der sich auf berufliche Veranderungen und das PEP bezieht, und
einem Teil, wo Sie - @hnlich wie im Interview vor sechs Monaten - vor schwierige Situationen gestellt
werden und Lésungen finden sollen. Diesen letzten Teil wirde ich gerne wieder auf Tonband aufnehmen,
weil er mit sehr viel Schreibarbeit fir mich verbunden ist. Ware lhnen das recht?

Waren Sie auf dem Follow-up? []Ja ] Nein

Haben Sie jetzt eine neue Filhrungskraft? []Ja Seit: ] Nein
Name der Fuhrungskraft:

A. Beginnen wir mit einigen Fragen zu lhrer beruflichen Verdnderung und zum Seminar.

1.1. Haben Sie seit dem PEP-Workshop berufliche Veranderungen vollzogen? Ja Nein
L] []

1.2. Wenn ja, welche? (Bitte jeweils Ja oder Nein ankreuzen)

Ja Nein
Bereicherung meiner Aufgabe (im bestehenden Job)

Ubernahme von Fachfiihrung (z.B. als Projektmanager)

Ubernahme von Personalverantwortung (z.B. als Teamleiter)
Funktionswechsel (z.B. von Produktentwicklung in Einkauf)
Bereichswechsel (z.B. von Transportation Services zu Power Generation)

Wechsel ins Ausland

ODodoood
ODodoood

Sonstiges (z.B. Wechsel zu einer anderen Firma, Wechsel in die Selbstandigkeit):

Wenn Sie sich beruflich veréandert haben oder eine Veranderung auf Ihrem Job erlebt haben: Wie sind die
Positionsbeschreibungen oder Titel Ihres alten und Ihres neuen Jobs?

Alter Job:
Neuer Job:

Um welche Facetten ist Ihr neuer Job anders?
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2.1. Wie viele Monate nach dem PEP-Workshop haben sie Ihre berufliche Veranderung vollzogen?

Monate.

] Ich habe noch keine berufliche Veranderung vollzogen, werde sie aber in Monaten
vollziehen.

Im folgenden lese ich Ihnen erst die Fragen vor, dann die Antworten und sie wahlen die fur Sie
passende Antwort aus.

Wenn Sie alles mit allem vergleichen: Ist die Verdnderung positiv oder negativ?

Negative Verdnderung Eher negative V. Keine V. Eher positive V. Positive Veréanderung
1 2 3 4 5
C [ [] [] []
3. Um wie viel Prozent hat sich Ihr Gehalt im Vergleich zu vor dem PEP gesteigert?
Gar nicht Bis 10% Bis 20% Bis 30% Bis 40% Mehr als 40%
[] [] [] [] [] []
[] Gehalt ist nach PEP niedriger als vorher
4. Hat der PEP-Workshop eine Auswirkung auf Ihr Privatleben gehabt? Ja Nein
0O O

Wenn ja, welche? (Stichworte/kurze Satze geniigen)

5. Wie zufrieden sind Sie heute mit Ihrer beruflichen Entwicklung im letzten halben Jahr?

Sehr unzufrieden Etwas unzufrieden Mittel Zufrieden Sehr zufrieden
1 2 3 4 5
] L] ] ] ]

1. Bitte kreuzen Sie dasjenige Gesicht an, das am besten ausdrtickt, wie zufrieden Sie in den letzten drei
Monaten mit Inrem Job gewesen sind:

pE e
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=
SIS
Ich lese Ihnen im Folgenden ein paar Aussagen vor, und Sie sagen mir, wie g S || S 3
sehr sie auf der folgenden Skala der jeweiligen Aussage zustimmen (Skala < ; % g k=
vorlesen) Slle |2 (|6 ||S
(6] (0] [J] (0] (0]
£ [lg ||s || ||E
E||E < |I1E ||E
0 0 0 n b7y
1 2 3 4 5
Ich bin mit dem Erfolg, den ich in meiner Karriere erreicht habe, zufrieden. O 0O 0O o
Ich bin zufrieden mit den Fortschritten,
... die ich in Richtung auf meine tibergreifenden Karriereziele mache. O 0O 0O o
.... die ich in bezug auf meine Einkommensziele mache. O O O O g
.... die ich in bezug auf mein berufliches Vorwartskommen mache. O O O O g
... die ich in bezug auf meine Ziele, neue Fertigkeiten zu entwickeln, mache. [] [] [ [0 [

Wenn Sie sich an lhren Plan aus dem PEP erinnern — was von den action items, die Sie sich

vorgenommen haben, haben Sie in den letzten Monaten umgesetzt?
(TN soll sich erst frei erinnern, danach lese ich vor und frage ab)

Frei Erinnerte ltems:
Gesamtanzahl der Items im Plan:

Davon umgesetzt: -

1. Wenn Sie das Seminar Revue passieren lassen: Welche Trainingseinheiten aus dem PEP Seminar
und damit verbundene Erkenntnisse waren fir Sie hilfreich bei der Umsetzung lhres PEPs innerhalb der

letzten sechs Monate?

Wie wichtig waren fur Sie folgende Bestandteile des PEP-Workshops
Fir den Lernerfolg des PEP die Umsetzung lhres Aktionsplans:

Karriereanker (Test, Interview)

Kurzinterviews und Visionsiibung

360-Grad Feedback

Trends und Employability

Ziele, Plane und PEP-Erstellung vorstellen

Overcoming Barriers

Monitoring

Selbststeuerung durch Belohnungen

Sebstmanagement fur Karriereentwicklung

Phasenmodell bei beruflichen Veranderungen

Kollegiale Beratung auf dem Follow-up Tag

Personaler als Gast flir spezielle Fragen

O0O00O00000000O0O0O|- Ganzunwichtg

O0O00O0O0O00O0OD0OO OO O s Eherunwichtig

O0O0O0000000O>0~OTCO O |w TeisTeis

OO00O0O0O00O0O0OO0OO O ]|s Enherwichtg

OO00O000O000O0O0OOO Lo Sehr wichtg
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C. Im zweiten Teil geht es um lhre Einstellungen und Gefiihle beziglich lhrer Karriereentwicklung

und Verénderung.

Ich lese Ihnen im Folgenden ein paar Aussagen vor, und Sie sagen mir, wie
sehr sie auf der folgenden Skala der jeweiligen Aussage zustimmen (Skala
vorlesen)

Ich bin selbst verantwortlich flir meine Karriereentwicklung.

Es ist meine Aufgabe, meine Karriere aktiv voranzutreiben.

Es liegt an mir, mein berufliches Fortkommen zu gestalten.

Ich gehe Probleme aktiv an.

Wenn etwas schief geht, suche ich sofort nach Abhilfe.

Wenn sich Mdglichkeiten anbieten, etwas zu gestalten, dann nutze ich sie
aus.

Ich ergreife sofort die Initiative, wenn andere dies nicht tun.

Ich nehme Gelegenheiten schnell wahr, um meine Ziele zu erreichen.

Ich tue meist mehr als von mir gefordert wird.

Ich bin besonders gut darin, Ideen umzusetzen.

Ich kenne die wichtigen Trends in meinem Berufsfeld.

Ich beschéftige mich damit, wie sich mein Berufsfeld in den nachsten 5
Jahren veréndern wird.

Sobald ersichtlich wird, welche Veréanderungen sich in meinem Berufsfeld
ergeben, leite ich ab, was dies flir meinen Job an Veranderungen bedeutet.

Sobald ersichtlich wird, welche Veranderungen sich in meinem Berufsfeld
ergeben, leite ich ab, was dies fir meine kurzfristigen Ziele bedeutet.

Mit meinen Fahigkeiten hatte ich keine Probleme, anderswo einen Job zu
finden.

Ich versuche, meine Fahigkeiten so weiterzuentwickeln, dass ich den
veranderten Marktanforderungen in meinem Berufsfeld gerecht werde.

Wenn ich Veranderungen in meinem Berufsfeld erkenne, versuche ich
meine Féhigkeiten so zu verandern, dass ich den Anforderungen des
Marktes gerecht werde.

Ich kann mich selbst gut verkaufen in Situationen, in denen es darauf
ankommt.

Ich kann in Gesprachen Ideen aus meinem Wissen/meiner Erfahrung
beisteuern, die anderen Personen weiterhelfen.

Ich kann mich gut auf neue Situationen einstellen.

Ich bin ausreichend qualifiziert, um meine Ziele zu erreichen.

[l ] ] ] ] HENEEREEEN OO0 ]|~ stmmegarnichtzu

1O
1O
OO
1O
1O

OO
OO
O OO
OO

O O O O O OO0OOO OOOOO0O0|s simmeehernichtzy
O O O O O OOO0O0OO0 OO0OO0OIOO,|ew Binunentschieden
O O O O O OO00OO0O0 OO0O0O0Od (s stmmeeherz
O O O O O OO0OO0 0O0O0O0O0O)|x Stmmevolgzu

O 0O
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D. Im folgenden Abschnitt sage ich Ihnen Worte, die bestimmte Gefiihle beschreiben. Bitte geben
Sie mit einer Zahl von einer Skala, die ich lhnen gleich vorlese, das Ausmalf an, in dem dieses
Geflhl auf Sie zutrifft. Bitte geben Sie an, wie Sie sich in Bezug auf Ihre Karriere in den letzten 3
Monaten gefihlt haben.

1 - Gar nicht 2 - Ein bisschen 3 - Einigermassen 4 - Erheblich 5 - AuRerst
Interessiert Gereizt
Bekimmert Wach
Freudig erregt Beschamt
Verargert Angeregt
Stark Nervos
Schuldig Entschlossen
Erschrocken Aufmerksam
Feindselig Durcheinander
Begeistert Aktiv
Stolz Angstlich

16. Wieviel Komplexitat haben Sie in Ihrem Job heute im Vergleich zu vor dem PEP?
1[ ] 2[ ] 3[ ] al ] 5[]

Viel weniger Weniger Gleichviel Mehr Viel mehr

19. Wieviel Handlungsspielraum haben Sie in lhrem Job heute im Vergleich zu vor dem PEP?
1[ ] 2[ ] 3[ ] al ] 5[]

Viel weniger Weniger Gleichviel Mehr Viel mehr
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(Interviewer:personlichen Eindruck mitnotieren!!!)

Im letzten Abschnitt des Interviews werde ich Sie @hnlich wie in dem Interview vor sechs Monaten vor
einige schwierige Situationen stellen. Bitte sagen Sie mir, was man in einer solchen Situation tun konnte;
seien Sie kreativ.

Situation 1: " Nehmen Sie einen Augenblick an, Sie wollen Sich auf eine bestimmte Stelle
verandern. In lhrem Bereich gibt es diese Stelle aber nicht. Was tun Sie?" (= Barriere 1)
TN-Antwort auf Barriere 1:

Interviewer-Barriere 2:
"Stellen Sie sich vor, das funktioniert nicht."
Oder Mischung mit spezifischerer Barriere, siehe hier:

Antworten:

In anderen Bereichen/im Intranet ist zur Zeit keine Stelle frei

Anderen Personen (Personaler, FK, Kollegen, Forderer, Netzwerke); ist keine Stelle bekannt, wo gerade
gesucht wird

Ansprechpartner in anderer Abteilung ist zwei Monate weg wg. Kinderpause

Ausserhalb von Siemens sind zur Zeit keine Stellen frei

Andere Stellen sind zu wenig &hnlich und daher nicht attraktiv

Alle Mdglichkeiten in dem Bereich, der sich gerade auftut, sind schon besetzt

Andere Personen finden, die solche Stellen haben, um Stellen aufzubauen: Siemens Corporate Directory
(internes Adressverzeichnis) ist nicht upgedated, Person im Urlaub/ krank...

Veroffentlichungen zu der Art von Position finden: Person ist nicht sehr auskunftswillig
Sie finden keine Veroffentlichungen

Gewahlte Barriere notieren:

TN-Antwort auf Barriere 2:

Interviewer-Barriere 3:
"Stellen Sie sich vor, das funktioniert nicht." Oder spezifischere Barriere, siehe oben:
Gewahlte Barriere notieren:

TN-Antwort auf Barriere 3:

"Haben Sie noch weitere ldeen, was man tun konnte?"
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Situation 2: "Nehmen Sie fur einen Augenblick an, Sie wollen sich selbstandig machen und
mussen einen Kredit aufnehmen. Was tun Sie?" (= Barriere 1)

TN-Antwort auf Barriere 1:

Interviewer-Barriere 2:

"Stellen Sie sich vor, das funktioniert nicht."

Oder Mischung mit spezifischerer Barriere, siehe hier:

¢ "Der Bank/Venture Capital-Firma gefallt Inre Geschéftsidee nicht."

"Sie verflgen nicht Uber die Sicherheiten, die die Bank verlangt.”

"lhr Einkommen ist zu niedrig fur diesen Kreditrahmen."

.lhre Freunde und Bekannte besitzen nicht ausreichend Geld."

,Der Kredithai verlangt das gesamte Geld innerhalb von sechs Monaten zurick, plus 35 % Zinsen.
Staatliche Férderprogramme/Stiftungen legen fur diese Art von Idee erst wieder in vier Jahren eine
Fordermdglichkeit auf.

Gewahlte Barriere notieren:

TN-Antwort auf Barriere 2:

Interviewer-Barriere 3:
"Stellen Sie sich vor, das funktioniert nicht." Oder spezifischere Barriere, siehe oben:
Gewahlte Barriere notieren:

TN-Antwort auf Barriere 3:

"Haben Sie noch weitere ldeen, was man tun konnte?"
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Situation 3: " Nehmen Sie einen Augenblick an, Sie haben einen Forderer, der daflir sorgt, dass
Sie in einem Jahr einen steilen Aufstieg machen kénnen. Diesem Fdrderer stéi3t etwas zu und er
fallt fur Sie als Forderer weg. Was tun Sie? (= Barriere 1)

TN-Antwort auf Barriere 1:

Interviewer-Barriere 2:

"Stellen Sie sich vor, das funktioniert nicht."

Oder Mischung mit spezifischerer Barriere, siehe hier:

Das Netzwerk bréckelt insgesamt durch Wegfall des Férderers
Netzwerk kann nicht weiterhelfen

Forderer hat Unternehmen nicht im Guten verlassen und will lieber keine Kontaktperson benennen
Forderer kennt niemanden, an den Sie sich wenden kénnen
Forderer auf der Ebene haben alle schon mehrere Mentees
Andere FK haben fir Sie kein offenes Ohr

Zusatzprojekte gibt es gerade nicht, da ist nichts in Sicht
Andere Personen sind von lhrem Potential nicht Uberzeugt

In anderem Bereich sind gerade keine adaquaten Stellen frei
Das neue Unternehmen des Foérderers ist fiir Sie nicht attraktiv

Gewahlte Barriere notieren:

TN-Antwort auf Barriere 2:

Interviewer-Barriere 3:
"Stellen Sie sich vor, das funktioniert nicht." Oder spezifischere Barriere, siehe oben:
Gewadhlte Barriere notieren:

TN-Antwort auf Barriere 3:

"Haben Sie noch weitere ldeen, was man tun konnte?"

Falls TN nach dem Interview nach Lésungen fragen:
Sich hervortun, um Férderer zu finden:

Protokolle Uber Erfolge verfassen

Das Gesprach mit wichtigen Personen suchen
Préasenz zeigen

Sich in Mitarbeitergesprachen positionieren

An Ubergreifenden Arbeitskreisen teilnehmen

Vielen Dank fur dieses Interview!
Sie hatten da wirklich kreative Ideen - sehr gut! (Loben fur den letzten Part) - Alles Gute fiur Ihre weitere
berufliche Entwicklung!!!
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Overcoming Barriers

Codierung:

keine Barriere Uberwunden/Weigerung, zu antworten = 0
Eine Barriere Uiberwunden = 1

2 Barrieren tberwunden = 2

3 Barrieren tUberwunden = 3

4 Barrieren Uberwunden = 4

5 oder mehr Barrieren tiberwunden = 5

Anzahl der iberwundenen Barrieren bei Situation 1:
Anzahl der Gberwundenen Barrieren bei Situation 2:
Anzahl der tlberwundenen Barrieren bei Situation 3:

Aktive Herangehensweise:
Wie aktiv wurden die Barrieren Uberwunden? "Aktivitat" bedeutet: das Ausmal3, in dem der Teilnehmer
versucht hat, das Problem selbst zu l16sen, anstatt es an eine andere Person zu delegieren (z.B. in einem
Buch die juristischen Aspekte eines Problems selber nachschlagen vs. das Problem an einen Anwalt

delegieren).

Situation 1:

Er/Sie ist
selbst aktiv

Situation 2:

Er/Sie ist
selbst aktiv

Situation 3:

Er/Sie ist
selbst aktiv

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

A-49

Er/Sie
delegiert

Er/Sie
delegiert

Er/Sie
delegiert

Aktivitat — Passivitat: Hier ist der subjektive und ganzheitliche Eindruck bei der Beantwortung der
jeweiligen Situation gefragt (Stimme, mitgehen in der Situation)

Situation 1:

Er/Sie wirkt
aktiv

Situation 2:

Er/Sie wirkt
aktiv

Situation 3:

Er/Sie wirkt
aktiv

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

Items dann bei der Dateneingabe rekodieren!!)

Er/Sie wirkt
passiv

Er/Sie wirkt
passiv

Er/Sie wirkt
passiv
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A.6 Manual of scales (Study 2)
Table A.6.1.

Items and Item characteristics of the scale “Career self-management behaviors” (Raabe, Frese &
Beehr, 2006; 2 items adapted from Frayne (F), 1991)

Item Format M SD rit

How actively did you seek for alternative solutions in order to 1-5 2.97 0.98 .36
ursue your plan?

How many of your barriers could you successfully overcome? 1-5 2.84 0.94 .54

To what extent did you monitor your progress in implementing 1-5 3.09 0.87 Sl
our career goals?

If you stopped monitoring your action plan, how successful 1-5 3.40 0.87 .36

were you in returning to pick it up again and to continue? (F)

For how many of your implemented action items did you 1-5 2.02 1.07 24

reinforce yourself with things you have picked as rewards?

How likely is it that you will implement the rest of your action 1-5 3.72 0.87 44
lan? (F)

Overall Scale N=165;0=.67
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A.7 Statistical properties of the scales used in study 3 (chapter four)

Table A.7.1.
Items and Item characteristics of the scales “Positive affect” (cf. Egloff, Schmukle, Burns,
Kohlmann & Hock, 2003; Watson, Clark & Tellegen,1988 )

T1 T2 T3
Scale/ltem Format M SD lic M SD lit M SD lic
Activation
alert 1-5 335 096 .56 351 092 .6l 380 .077 .59
attentive 1-5 355 079 .63 3.10 098 .49 344 091 53
inspired 1-5 296 0.83 .45 3.67 0.80 .63 394 073 .57
active 1-5 3.10 1.06 .40 344 0.89 .53 3.62 095 .60
Overall Scale N=110;0=.71 N=137;0=.76 N=141;0=.77
Interest
interested 1-5 393 0.75 .35 4.10 0.81 .43 4.15 .74 .39
strong 1-5 286 1.00 .52 338 094 40 338 .87 .40
determined 1-5 330 096 .54 358 095 .50 377 91 51
Overall Scale N=110; a=.65 N=140; a =.63 N=141;0=.62
Joy
excited 1-5 258 1.10 .68 278 1.15 .63 306 1.13 .73
enthusiastic 1-5 278 1.12 49 321 1.06 .72 340 1.09 .67
proud 1-5 275 1.08 .67 3.10 1.10 .57 331 1.05 .85
Overall Scale N=110; 0a=.77 N=140; 0=.79 N=141;0=.82
Table A.7.2.

Items and Item characteristics of the scale “Career self-management behaviors” (Raabe, Frese &
Beehr, 2006; 2 items adapted from Frayne (F), 1991)

Item Format M SD lit
How actively did you seek for alternative solutions in order to 1-5 3.02 0.96 .36
pursue your plan?

How many of your barriers could you successfully overcome? 1-5 2.90 0.92 52
To what extent did you monitor your progress in implementing 1-5 3.09 0.85 .53
your career goals?

If you stopped monitoring your action plan, how successful 1-5 3.40 0.85 52
were you in returning to pick it up again and to continue? (F)

For how many of your implemented action items did you 1-5 1.99 1.11 .29
reinforce yourself with things you have picked as rewards?

How likely is it that you will implement the rest of your action 1-5 3.68 0.86 48
plan? (F)

Overall Scale N=124;0=.71
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Items and Item characteristics of the scale “Career satisfaction” (Greenhaus, Parasuraman and

Wormley, 1990)

T1 T4
Iltem Format M SD rit M SD rit
I am satisfied with the success I have 1-5 3.09 1.04 .59 348 098 .57
achieved in my career.
I am satisfied with the progress I have 1-5 2.85 096 .75 345 1.00 .68
made toward meeting my overall career
goals.
I am satisfied with the progress I have 1-5 3.03 1.03 .56 326 1.04 32
made toward meeting my goals for
income.
I am satisfied with the progress I have 1-5 293 091 .77 350 091 .68
made toward meeting my goals for
advancement.
I am satisfied with the progress I have -5 326 0.88 .40 352 096 .22
made toward meeting my goals for the
development of new skills.
Overall Scale: N=117;0=.82 N=138;0=.72
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A.8 Additional hierarchical regressions (Study 3)

Table A.8.1

A-53

Career self-management and role expansion as predictors of the three subfacets of positive

affect, controlling for affect at step 1

Activation Interest Joy

B SEBB AR® B SEBBP AR’ B SEBR AR’
Step 1: Demographics
Job tenure -0.00 0.00 -.06 -0.00 0.00 -.13 -0.00 0.00 -.04
Age 0.00 0.02 .01 -0.00 0.01 -.03 -0.03 0.02 -.14
Gender 0.32 0.11 .23** 0.15 0.12 .11 0.09 0.18 .04
Education 0.02 0.06 .03 -0.01 0.06 -.02 0.04 0.09 .04
T2 value of predicted affect 0.45 0.07 .47%** 20%* 0.33 0.08 036  .17%** 0.38  0.09 .38%** 20***
Step 2: Implementation
influences
Self-management behaviors 0.05 0.09 .05 0.28 0.09 .27** 0.21 0.13 .13
Role expansion 0.17 0.06 .20** .04* 0.11 0.06 .14 .08** 0.37  0.09 .30%** 1***
R’ 33 25 31
Adjusted R? 30 21 27
Overall F 8.96%** 5.04%%* 7.88%*
df 7,125 7,125 7,124

Note. * p<0.05 **p<.0l. % < 001,
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Table A.8.2
Changes in job satisfaction and career satisfaction as consequences of positive affectivity,

controlling for earlier values of predictors and dependent variable at step 1

Job Satisfaction Career Satisfaction

B SEBB AR® B SEBpB AR’
Step 1:
Demographics
Job tenure 0.00 0.00 -.01 0.00 0.02 .01
Age 0.03 0.02 .14 0.00 0.01 .00
Gender 0.17 0.20 .08 -0.13 0.14 -.09
Education 0.02 0.09 .02 0.04 0.07 .05
T1 value of 0.06 0.10 .05 0.16 0.08 .18%*
predicted
satisfaction
T2 Activation 0.21 0.17 .15 0.06 0.12 .06
T2 Interest 0.04 0.16 -.03 -0.08 0.1 -.08
T2 Joy 0.14 0.11 .13 .06 0.19 0.08 0.26*.11
Step 2:
Implementation
influences
Career self- -.0.030.15 .02 027 0.11 .24*
management
behaviors

Role expansion 0.46 0.10 .39%** 15%** 0.17 0.07 .20* .09**

Step 3: Changes in
positive affectivity

Activation 0.13 0.19 .09 0.00 0.13 .00

Interest 0.33 0.17 .22+ 0.10 0.12 .09

Joy 0.17 0.12 .17 d2%F% 026 0.09 37k 2%k
R? 33 32
Adjusted R’ 25 24
Overall F 2 .83Hkk 4.06%**
df 13,114 13,112

Note. * p<0.05 **p<.0l. #k < 001. + p<.06
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A.9 German Summary

Karrieren aktiv zu gestalten, zu ,,managen®, ist schwierig und gleichzeitig notwendig
sowohl fiir Individuen wie Organisationen (Arnold, 2001). Karrieren sind zunehmend
schwieriger zu beschreiben, erkldren und vorherzusagen angesichts der Verdnderungen von
Arbeitsplitzen und Organisationen (Kidd, 1998), und werden zukiinftig wahrscheinlich aus einer
groBeren Zahl an Ubergiingen und Verinderungen bestehen als bisher (Jackson, Arnold,
Nicholson & Watts, 1996). Alles in allem ist unser theoretisches und konzeptionelles
Verstindnis davon, wie Mitarbeiter aktiv ihre eigene Karriere bzw. berufliche Entwicklung
gestalten konnen und wie Organisationen sie dabei addquat unterstiitzen kdnnen, sehr begrenzt.
Dabei sind gerade Erkenntnisse iiber das Managen von karrierebezogenen Verhaltensweisen,
Aftfekten und Einstellungen fiir Organisationen wichtig, um Mitarbeiter unterstiitzen zu kdnnen,
und fiir Mitarbeiter, um ein erfiillteres Leben am Arbeitsplatz zu fiihren. ,,Organisation stehen
viele Maflnahmen zur Verfiigung zum Gestalten von beruflicher Entwicklung bzw. Karriere. (..)
Aber abgesehen von der teilweisen Ausnahme von Mentoring gibt es frustrierend wenig gute
Belege dafiir, wie wirksam diese Techniken fiir sich genommen sind, oder wie sie aufgebaut
werden konnten um einen groBtmoglichen Nutzen zu erzielen™ (Arnold, 2001, p. 115, eigene
Ubersetzung).

Der Forschung in dieser Dissertation liegt das Konzept von Eigeninitiative und aktiver
Herangehensweise zugrunde, das dem aktiven Gestalten von beruflicher Entwicklung/Karriere
dient. Die erste Studie entwickelte und testete ein konzeptionelles Grundmodell fiir eine
Trainingsmafinahme. Es wurde ein Training untersucht, in dem Mitarbeiter einer Organisation
darin  trainiert wurden, ihre berufliche Entwicklung aktiv zu gestalten. Das
Handlungsprozessmodell von Frese und Zapf (1994) wurde dahingehend iiberpriift, ob es ein
theoretisch wie auch praktisch niitzliches und anwendbares Grundgeriist fiir ein Training
darstellt. Weiter wurde untersucht, wie verschiedene Elemente des Handlungsprozesses
zusammenspielen, wenn die Teilnehmer lernen, ihre eigene Karriere bzw. berufliche
Entwicklung aktiv zu gestalten. Die zweite Studie analysierte die langfristigen Konsequenzen
von aktiven Karriereselbstmanagement-Verhaltensweisen, die durch das Training gesteigert
wurden. Dabei wurde zum einen ein direkter Einfluss auf Karrierezufriedenheit untersucht,

sowie zum anderen das Zusammenwirken organisationaler Feedback-Variablen, wie zum
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Beispiel Gehaltsanstieg und Verdnderungsgeschwindigkeit, und deren Einfluss auf
Karrierezufriedenheit. Die dritte Studie ergidnzte die ersten beiden durch eine Fokussierung auf
die Rolle von positivem Affekt fiir Karriereentwicklung. Ein neueres dreifaktorielles Modell von
positivem Affekt (Egloff, Schmukle, Burns, Kohlmann, & Hock, 2003) wurde einer praktischen
Anwendung  mittels einer Feldstudie unterzogen und untersucht, wie aktive
Karriereselbstmanagement-Verhaltensweisen mit verschiedenen Unterfacetten von positivem
Affekt zusammenhédngen. AnschlieBend wurde analysiert, welche Unterfacetten von positivem
Affekt mit Arbeits- und Karrierezufriedenheit zusammenhéngen, und zusammenfassend
betrachtet, ob simultane Einfliisse von verhaltensbezogenen und affektiven Variablen auf

Einstellungen am Arbeitsplatz vorhanden sind.

Beitrage zu Theorie

Der wichtigste Beitrag zur Handlungstheorieforschung ist die Erkenntnis, dass das
Aktionsprozessmodell (Frese & Zapf, 1994) sich sehr gut eignet, die selbstregulativen
Funktionen von Individuen zu beschreiben und zu erkldren. Das Modell wurde im Kontext einer
Karriereentwicklungsmafinahme in einer Feldstudie getestet und untersuchte die Abfolge von
Informationssammlung, Zielen und Planen, um Mitarbeiter darin zu trainieren, die Ausfiihrung
ihrer aktiven Karriereselbstmanagement-Verhaltensweisen zu verstidrken. Die Teilnehmer des
Trainings verbesserten sich im Pri-Post-Vergleich in Bezug auf alle durch Hypothesen
vorhergesagten Variablen. Ferner wiesen Vergleiche zwischen per Zufall zugewiesenen
Vergleichs- und Experimentalgruppen auf einen starken Effekt des Trainings hin. Eine
anschlieBende Pfadanalyse deutete ebenfalls darauf hin, dass der Anstieg der Variablen durch
das Training verursacht wurde, und es kann mit einiger Sicherheit vermutet werden, dass die
beabsichtigten Effekte auf das Training zurlickzufiihren sind. Insofern erscheint es moglich,
Mitarbeiter zu trainieren, ihre eigene Karriere bzw. berufliche Entwicklung aktiv zu gestalten,
besonders wenn das Training Module wie Informationssammlung, Ziele und Plidne enthélt. Das
Training erschien anwendbar flir Teilnehmer mit verschiedenen Lernbediirfnissen und
Karrieresituationen, die alle hinreichenden Lernzuwachs erlebten. Dass diese Resultate erzielt
werden konnten trotz der relativen Kiirze des Trainings (drei Tage plus ein zusétzlicher Tag nach
drei Monaten) sowie trotz weniger spezifischer Ziele als in vergleichbaren Selbstmanagement-

Studien spricht fiir die Anwendbarkeit des Handlungsprozessmodells. Es legt die Vermutung
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nahe, dass die Handlungstheorie (Frese & Zapf, 1994; Hacker, 1982, 1985) gut geeignet ist, die
Verhaltensweisen von Mitarbeitern beziliglich der Kontrolle ihrer eigenen Karriere und
Karriereentwicklung zu erklidren und vorherzusagen.

Die Handlungsregulationstheorie sagt das Ansteigen positiven Affektes vorher, wenn
Handlungen erfolgreich sind in dem Sinne, dass Ziele erreicht wurden und positives Feedback
erhalten wurde (Pekrun & Frese, 1992). Bei der Untersuchung von Vorbedingungen und
Konsequenzen von positivem Affekt in Studie drei zeigte sich ein Zusammenhang zwischen
aktiven Karriereselbstmanagement-Verhaltensweisen und Rollenerweiterung einerseits und
Unterfacetten von positivem Affekt andererseits. Dies Resultat erweitert das Verstidndnis davon,
wie erlebter positiver Affekt bezogen auf die Karriere aktiv beeinflusst werden kann und
demonstriert die Anwendbarkeit von Handlungsregulationstheorie fiir Affektregulation.

Ein zweiter Beitrag der Handlungsregulationstheorie im Allgemeinen und des
Aktionsprozessmodells im Speziellen liegt in der Bereitstellung eines allgemeingiiltigen
Trainingsdesigns, welches auf langfristige Effekte abzielt. Die Ergebnisse belegen die besondere
Kombination von Zielsetzung, Informationssammlung und Planfunktionen, die Verhalten
beeinflussen, vor allem vor dem zugrunde liegenden Konzept von Eigeninitiative und aktiver
Herangehensweise. Die Ausfiihrung von Selbstmanagement-Verhaltensweisen konnte auch auf
andere Arten von Training in Organisationen angewandt werden, wie zum Beispiel
Fiihrungskréfteentwicklung. Weiter ist es wahrscheinlich, dass die Entwicklung und Anwendung
von Umsetzungsplidnen den Trainingstransfer in beinahe jedem Feld von Fertigkeitsentwicklung
sicherstellt. Dieses allgemeine Trainingsdesign scheint viel versprechend fiir weitere Forschung
im Bereich Trainingstransfer sowie generellen Selbstmanagement-Trainings in Organisationen.

Der dritte Forschungsbeitrag erweitert das Verstindnis der Wichtigkeit und Rolle von
aktiven Karriereselbstmanagement-Verhaltensweisen flir verschiedene karrierebezogene
Ergebnisvariablen und konzentriert sich auf die Ausfiithrungs- und Feedback-Variablen des
Handlungsprozessmodells (Studie 2). Es zeigte sich ein Zusammenhang zwischen aktiven
Karriereselbstmanagement-Verhaltensweisen =~ und  organisationalen  Ergebnisvariablen
(Gehaltsanstieg ~ und  Verdnderungsgeschwindigkeit)  einerseits und  individuellen
Ergebnisvariablen (Karrierezufriedenheit) andererseits, der auf lang anhaltende Effekte hindeutet
(gemessen tiiber sechs Monate). Die Ergebnisse bestdtigten zwei Pfade zwischen aktiven

Karriereselbstmanagement-Verhaltensweisen und Karrierezufriedenheit. Erstens legt ein direkter
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Pfad von aktiven Karriereselbstmanagement-Verhaltensweisen zu Karrierezufriedenheit nahe,
dass es fiir Mitarbeiter von Wichtigkeit ist, ihre berufliche Ubergangssituation aktiv zu gestalten,
um spater zufriedener mit ihrer Karriere zu sein. Zweitens wurde ein Pfad bestitigt, der einen
positiven Zusammenhang zwischen aktiven Karriereselbstmanagement-Verhaltensweisen und
organisationaler Reaktionsfreudigkeit zeigt, die wiederum in positivem Zusammenhang mit
Gehaltsanstieg stand, der wiederum einen positiven Zusammenhang mit Karrierezufriedenheit
aufwies. Ein dritter Pfad fand einen positiven Zusammenhang zwischen aktiven
Karriereselbstmanagement-Verhaltensweisen und Karriereplanumsetzung, die wiederum in
positivem  Zusammenhang mit Verdnderungsgeschwindigkeit stand. Da aber die
Veranderungsgeschwindigkeit in keinem Zusammenhang mit Karrierezufriedenheit stand,
konnte keine Mediationswirkung der potentiellen Mediatoren Karriereplanumsetzung und
Verdnderungsgeschwindigkeit fiir den Pfad zwischen aktiven Karriereselbstmanagement-
Verhaltensweisen und Karrierezufriedenheit festgestellt werden. Allerdings ist das Ergebnis,
dass Mitarbeiter, die ihre berufliche Entwicklung aktiv managen, spiter eine hohere
Veranderungsgeschwindigkeit erleben, bereits an sich ein wichtiges Resultat fiir Organisationen
und Mitarbeiter, auch wenn nicht der komplette Pfad signifikant war. Zusammenfassend
betrachtet scheinen aktive Karriereselbstmanagement-Verhaltensweisen den stirksten direkten
Einfluss auf Verdanderungen der Karrierezufriedenheit zu haben, gefolgt von Variablen, die ein
Feedback der Umwelt fiir den Mitarbeiter darstellen (z.B. organisationale Reaktionsfreudigkeit
und Gehaltsanstieg).

Ein vierter Beitrag besteht in der Kliarung der Bedeutsamkeit von aktiven
Karriereselbstmanagement-Verhaltensweisen fiir die Forschung zum Thema
Karriereentwicklung. Frithere Studien zur Karrierezufriedenheit haben vielfdltige andere
Einfliisse untersucht, wie z.B. motivationale, demographische, Humankapital-, organisationale
und objektive Karrierevariablen (z.B., Judge, Cable, Boudreau, & Bretz, 1995; Seibert, Crant &
Kraimer, 1999; Wayne, Liden, Kraimer, & Graf, 1999; Boudreau, Boswell & Judge, 2001;
Seibert, Kraimer & Liden, 2001), aber Verhaltensvariablen wurden weitestgehend iibersehen.
Dies gilt iibrigens ebenso fiir den Zusammenhang zwischen aktiven Karriereselbstmanagement-
Verhaltensweisen und positivem Affekt (Studie 3), wo sich ein starker positiver Zusammenhang
zeigte, der aber in der Literatur aufgrund der diirftigen Forschung zu Verhaltensvariablen so

bisher nicht belegt war. Diese Ergebnisse legen nahe, aktive Karriereselbstmanagement-
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Verhaltensweisen als eine Pradiktorvariable in zukiinftigen Studien zur Karriereentwicklung
aufzunehmen, weil diese einen groBen Varianzanteil aufkldren und dariiber hinaus mit vielen
anderen Karrieentwicklungsvariablen in Zusammenhang stehen.

Die Rolle von positivem Affekt in der Karriereentwicklung macht den filinften
Forschungsbeitrag aus. Forschung zu Emotionen in der Karriereentwicklung hat seit dem Ende
der neunziger Jahre zugenommen. Es ist aber immer noch ein besseres Verstandnis erforderlich,
in welchem Zusammenhang erlebte Emotionen mit spezifischen Karriereereignissen stehen und
wie sie Kognitionen, Affekte und Verhalten beeinflussen (Kidd, 2005), und ebenso wie
Menschen versuchen, ihre emotionalen Reaktionen in Bezug auf ihre Arbeitsumfeld zu
kontrollieren (Judge & Larsen, 2001). Studie 3 untersuchte die Rolle von positivem Affekt in
Bezug auf Karriere und dazugehdrige Vorbedingungen auf der Verhaltensebene sowie
Konsequenzen auf der Ebene von Einstellungen. Aktive Karriereselbstmanagement-
Verhaltensweisen und Rollenerweiterung zeigten einen positiven Zusammenhang zu
unterschiedlichen  Unterfacetten von positivem Affekt. Weiter fungierten sowohl
verhaltensbezogene wie auch affektive Variablen als eigenstindige Pridiktoren von
arbeitsplatzbezogenen Einstellungen wie Arbeits- und Karrierezufriedenheit.

Ein sechster Beitrag zur Forschung stellt die praktische Anwendung eines neu
publizierten dreifaktoriellen Modells von positivem Affekt dar (Egloff, Schmukle, Burns,
Kohlmann, & Hock, 2003), welches bisher noch nicht in einer Feldstudie tiberpriift wurde. Die
drei Unterfacetten von positivem Affekt zeigten unterschiedliche Zusammenhidnge zu
verschiedenen Variablen, die Vorbedingungen oder Konsequenzen von positivem Affekt
darstellten. Die Ergebnisse legen weitere Forschung nahe, um ein detaillierteres Verstdndnis von
den verschiedenen Subfacetten von positivem Affekt und ihren unterschiedlichen Beziigen zu

anderen (Karriereentwicklungs-) Variablen zu gewinnen.

Praktische Implikationen fiir Karriereentwicklung auf organisationaler und individueller Ebene
Karriereentwicklung ist fiir Organisationen wie auch Mitarbeiter ein wichtiges Thema,

und hat praktische Auswirkungen fiir Entscheider von Karriereentwicklungsmafinahmen

(vornehmlich ~ Manager und  Mitarbeiter in  Personalfunktionen), Trainer von

Karriereentwicklungs-Trainings, sowie Mitarbeiter.



German Summary A-60

Manager und Mitarbeiter in Personalfunktionen. Die Verdnderung von Arbeitspldtzen
und -titigkeiten sowie die Verdnderung von Organisationsstrukturen beeinflussen Karriere und
berufliche Entwicklung in Organisationen wesentlich. Manager und Mitarbeiter in
Personalfunktionen miissen héufig eine Entscheidung treffen, wie Erwartungen und
Verantwortlichkeiten hinsichtlich Karriereentwicklung an Mitarbeiter kommuniziert werden.
Verschiedene Ansdtze reichen von ,Handchen haltender engmaschiger Betreuung und
Unterstiitzung am einen Ende des Kontinuums bis zu Verantwortungsabstinenz mit dem
Hinweis, Mitarbeiter sollten fiir sich selbst sorgen am anderen Ende des Kontinuums. Die
Entscheidung des Ansatzes beeinflusst mit hoher Wahrscheinlichkeit andere Instrumente und
Praktiken der Personalarbeit wie z.B. die Entwicklung von Mitarbeitern mit hohem Potenzial,
Nachfolgeplanung, Platzierung von Mitarbeitern nach Organisationsbedarf sowie Person-Job Fit,
und Training von Mitarbeitern, die nicht in die Kategorie High-Potentials passen. Es ist wichtig
fiir Organisationen, die motivierte und engagierte Mitarbeiter anstreben, ein Verstdndnis davon
zu gewinnen, welche Faktoren die Karrierezufriedenheit von Mitarbeitern beeinflussen (Gattiker
& Larwood, 1988; Judge, Cable, Boudreau & Bretz, 1995). Allerdings ist das Verstdndnis dieser
Faktoren nur ein erster Schritt. Einen Handlungsbedarf zu festzustellen und diese Faktoren aktiv
zu beeinflussen sind der zweite und dritte Schritt. Diese Dissertation leistet einen Beitrag fiir die
Wissensbasis im Bereich Karriereentwicklungsforschung, indem untersucht wird, wie
Organisationen Mitarbeiter unterstiitzen konnen, mehr Kontrolle iiber ihre Karriere zu erlangen.
Anhand des Aktionsprozessmodells wurde ein Karriereentwicklungstraining entworfen, das sich
als effizient und effektiv erwies, lang anhaltende Vorziige aufwies, und Mitarbeitern half, ihre
Karriere aktiv zu managen, ihre Emotionen in Bezug auf Karriere aktiv zu beeinflussen, und ihre
arbeitsplatzbezogenen Einstellungen wie Arbeits- und Karrierezufriedenheit zu verbessern. Es ist
wahrscheinlich, dass Organisationen von dieser Art von Trainings profitieren, da eine
vergleichsweise kleine Investition in ein dreitigiges Training aufgewogen wird durch
Mitarbeiter, die sich eigenverantwortlich um ihre Karriere kiimmern und entsprechende
Karriereentwicklungsverhaltensweisen an den Tag legen. Dies kann Fiihrungskrifte und
Mitarbeiter der Personalorganisation anteilig von Verantwortlichkeit fiir Mitarbeiterentwicklung
entlasten, und kann helfen, eine bessere Platzierung von talentierten Mitarbeitern in der
Organisation zu erreichen. Nicht zuletzt kann es auch helfen, Mitarbeiter zu binden, die, ganz

besonders wenn sie nicht als High-Potentials eingestuft wurden, durch ihre schiere Zahl und
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angesammeltes Wissen bzw. Erfahrung das starke Riickgrat einer konkurrenzfahigen
Organisation darstellen.

Trainer von Karriereentwicklungs-Trainings. Diese Dissertation hat eine praktisch
anwendbare Grundstruktur flir ein Karriereentwicklungstraining bereitgestellt, welches
erfolgreich angewendet und in einer Organisation evaluiert wurde. Die notwendigen
Inhaltsbestandteile, ihre Reihenfolge sowie zusitzliche Information fiir die Durchfiihrung
wurden in Studie eins zur Verfiigung gestellt, um Praktiker in die Lage zu versetzen, Gebrauch
von diesem Wissen zu machen und es in ihre eigene berufliche Praxis zu integrieren.

Mitarbeiter. Die Verdnderung von Arbeitsplitzen und Karrieren betrifft ebenfalls
Mitarbeiter. Karrieren sind heute weniger strukturiert, vorhersagbar, und sicher (Arnold , 2001).
Die Beliebtheit von Biichern, die die verdnderliche Natur von Arbeitspldtzen und Karrieren
beschreiben (wie z.B. Bridges, 1995; Rifkin, 1995) zeigt das Bediirfnis, diese Verdnderungen zu
verstehen und konstruktiv mit ihnen umzugehen, besonders da Mitarbeiter den Verdnderungen
hiufig eher ausgesetzt sind und wenig Einfluss nehmen kénnen in Bezug auf strukturelle
Organisationsentscheidungen. Die Verschiebung der Verantwortlichkeit fiir Karriere von
Organisationen hin zu Mitarbeitern (Leana, 2002; Arnold, 2001) stellt fiir Mitarbeiter eine
Herausforderung dar, die sie annehmen miissen, um mehr Kontrolle iiber ihre Karriere zu
erlangen. Auf der Individualebene trigt diese Dissertation bei durch praktische Schritte, mit
denen Mitarbeiter mehr Kontrolle iiber ihre Karriere erlangen konnen. Das Sammeln relevanter
Informationen, Zielsetzung, die Entwicklung eines Karriereentwicklungsplans und das aktive
Karriereselbstmanagement-Verhalten sind wichtige Karriereentwicklungsaktivititen, mit denen
die Mitarbeiter aus ganz verschiedenen Organisationen aktiv werden kdnnen, wenn sie ihre Rolle
erweitern oder eine Karriereverdnderung vollziehen mochten. Diese Aktivitdten miissen nicht
notwendigerweise in eine offizielle Trainingsmallnahme eingebunden sein. Zusétzlich ist es
wichtig fiir Mitarbeiter zu verstehen, dass sie aktiv beeinflussen kdnnen, wie zufrieden sie mit
threm Arbeitsplatz und ihrer Karriere sind sowie wie sie sich flihlen in Bezug auf ihre Karriere,
indem sie ihre Karriere aktiv managen und ihre Rolle erweitern. Eine aktive Herangehensweise
um Dinge zum Besseren zu wenden und das eigene Arbeitsleben von Zeit zu Zeit zu
aufzufrischen ist eine empfehlenswerte Strategie, um konstruktiv mit der Unsicherheit und

Unvorhersagbarkeit von Karrieren in heutigen Organisationen umzugehen.
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Besonders in Zeiten unsicherer Karrieren, sich verdndernder Arbeitspldtze und sich
wandelnder Organisationen kann diese Dissertation einen Beitrag leisten zum Verstindnis, wie
Karriereentwicklungstrainings und das Managen von karrierebezogenen Verhaltensweisen,
Affekten und Einstellungen sowohl Organisationen helfen kénnen, Mitarbeiter zu unterstiitzen,

wie auch Mitarbeitern helfen kdnnen, ein erfiillteres Leben am Arbeitsplatz zu fiihren.
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