
ABSTRACT 

SMITH, ANGELA CARMELLA. Exploring Career Options and Possibilities Later in Life: 
Adult (Age 50–75) Career Development Survey. (Under the direction of Siu-Man Raymond 
Ting.) 
 

A survey instrument was developed entitled the Adult (age 50–75) Career 

Development Survey (ACDS) to provide an empirical foundation for understanding the 

current needs of individuals age 50–75 and learning about their attitudes toward, willingness 

to, and experience in using career counseling and technology in making decisions on whether 

or not to continue working beyond the traditional retirement years. 

 A mixed methods approach was used to explore three research questions within the 

study. The first research question investigated the reliability and validity of the measure. 

Highlights and results are presented. The second research question provided prevailing 

attitudes (i.e., levels of career development) of older adults and the results of scores are 

given. The final research question was qualitative in nature and the results give insight into 

older workers’ current definition of career development and the perceived challenges that 

they may face as they approach traditional retirement years. The study sample consisted of 

222 current employees holding any position at multiple Southeastern universities and local 

members of AARP. 

 According to the preliminary analysis of the exploratory research study, the ACDS is 

a reliable measure with alpha scores ranging from .78–.90. Additional studies should be 

conducted using the instrument to continue to investigate its reliability and validity.  

Implications and recommendations for future research will be discussed. 
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"I've learned that no matter what happens, or how bad it seems today, life does go on, and it will be better 
tomorrow.  

Quote by Maya Angelou:  

"I've learned that you can tell a lot about a person by the way he/she handles these three things: a rainy 
day, lost luggage, and tangled Christmas tree lights.  

  

"I've learned that making a 'living' is not the same thing as 'making a life.'   

"I've learned that life sometimes gives you a second chance

"I've learned that even when I have pains, 

.  
 

"I've learned that you shouldn't go through life with a catcher's mitt on both hands; you need to be able to 
throw some things back.  

 
"I've learned that whenever I decide something with an open heart, I usually make the right decision.  

"I've learned that every day you should reach out and touch someone. People love a warm hug, or just a 
friendly pat on the back.  

 
"I've learned that I still have a lot to learn.  

I don't have to be one.  

"I've learned that people will forget what you said, people will forget what you did, but people will never 
forget how you made them feel."  
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CHAPTER 1: INTRODUCTION 

Background 

As an increased number of today’s citizens will be facing the question of whether or 

not retirement will be an option for them, there is a need for additional research, theories, and 

construction of new models of career development to assist older adults in making this 

monumental decision. The reality is that a large number of members of the baby boomer 

population are entering a time of their lives when retirement may be a possibility (Bureau of 

Labor Statistics, 2000).  Many factors will influence their final decisions about retirement, 

including current health status, financial situation, and family obligations to name a few 

considerations. The importance of this topic is amplified by the far-reaching effects that their 

decisions will have on all of us, regardless of our current age. The implications span across 

many areas including health care, employment, age discrimination, finances, and economics 

as well as political concerns (Mermin, Gordon, Johnson, & Murphy, 2007). To put this into 

perspective, McCarthy (2002) stated, “As we reached the opening years of the third 

millennium, the Baby Boomers arrived into middle age…in fact, right now, in North 

America, a Baby Boomer turns 50 every 7.6 seconds!” (p. 25). Thus, the sheer number of 

workers who will be making decisions to retire or continue working within the next decade 

emphasizes the importance of this issue. Career counselors and others will be called upon 

during the challenging times that the baby boomers will face.  

 

 

 



2 
 

The Bureau of Labor Statistics (2000) reported, “In 2000, 13 percent of the workforce  

was 55 or older and by 2015, this figure is expected to rise to 20 percent.” In addition, 14.3% 

of the U.S. labor force consists of older workers. The reality is that our population is aging 

and many challenges face older working adults as they transition into the retirement stage of 

their lives. Career counselors and other professionals need to be prepared for the transitions 

clients will contend with as the population continues to age. As in any group, older adults are 

individuals, with each member having his or her own personalized situation. The group 

cannot be generalized into one large category, but rather should be treated as individuals 

dealing with his or her specialized issues. The challenge for counselors is to identify each 

client’s individual issues and address logical ways to assist him or her through this time of 

life. In order for counselors to be of assistance, it is imperative that they utilize the most 

effective interventions to help older workers make decisions about employment and leisure 

during retirement. Computer-based career guidance systems along with the career counseling 

skills that career counselors bring to the counseling relationship should be considered (Marin 

& Splete, 1991). The purpose of this study is to examine older adults'  preferred career 

interventions (individual, group, and technology based) and their attitudes toward, 

willingness to use, and experience with technology for making career decisions during 

retirement. 

The Bureau of Labor Statistics (2000) reports that the numbers of adults potentially 

able to retire could approach 74 million. As a huge number of them could decide to retire or  
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reframe their careers at that time, additional studies and research are needed to focus on  

helping them make those decisions. The research should seek to understand the needs of  

older adults and identify strategies and techniques to assist their navigation through the job 

search process. In addition to their population size, focusing research on older adults is 

important because they are living longer, healthier lives, and working into retirement 

(Mermin et al., 2007). Social Security benefits are limited or nonexistent for some retirees, 

and private pension plans can be underfunded, pressing retirees to work longer (The Pension 

Benefit Guaranty Corporation, 2005). Understanding how baby boomers can retool and make 

decisions about employment postretirement will be a necessity as this cohort gets older. 

Career counselors and employment representatives will play a key role in this transitional 

period, if providing the appropriate and preferred interventions. 

Need for the Study 

There is a gap in the literature about the careers of workers.   Throughout the last 

several decades, the study of career development of older workers has not been widely 

explored (Stroh & Greller, 1995). Additionally, all counselors and others working with older 

workers will need to understand the best way to provide services and interventions for this 

population in order “to meet the mental, physical, social, emotional, career, and leisure 

needs” (Maples & Abney, 2006). Simon-Rusinowitz, Wilson, Marks, Krach, and Welch 

(1998) studied baby boomers and found the majority of this population will not be able to 

meet financial obligations as they surpass age 67. The AARP is one of the respected  
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resources for older adults that aids in providing information, addressing current issues, and 

responding to the challenges that its members face as they age. The organization has 

approximately 40 million members and continues to grow (AARP, 2008). In 2008, the 

organization responded to members’ issues with finding employment by offering additional 

online resources for their members to use to seek out career opportunities.  

Due to the considerable number of older workers who may need to work well into 

their older years, it is imperative to understand their needs and the possible resources 

available for them during the retirement period of their lives. This research study aimed to 

study their needs and help fill in the literature gap about their preferred methods of 

counseling and of receiving career assistance as well as if and how technology can play apart 

in the process of selecting a job postretirement. 

Purpose of the Study 

The purpose of the study was to understand older workers' preferences pertaining to 

career interventions. In addition,  older workers' attitudes toward, willingness to, and 

experience in using career interventions, including technology-based ones, in making career 

or job decisions as they plan for work postretirement was investigated. 

Theoretical Foundation for the Study 

Atchley’s continuity theory (1989) addressed how older adults adapt to changes in 

middle and later life.  The theory sought to identify why a large number of older people  
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follow the same pattern of maintaining or remaining consistent as they adapt to change. 

According to Atchley, continuity theory’s underlying premise was that “in making adaptive 

choices, middle-aged and older adults attempt to preserve and maintain existing internal and 

external structures and that they prefer to accomplish this objective by using continuity (i.e., 

applying familiar strategies in familiar arenas of life)” (p. 183). The theory consisted of nine 

assumptions and five propositions. The theory also identified four elements of continuity 

theory that were described as (a) idea patterns, (b) lifestyle, (c) personal goals, and (d) 

adaptive capacity. 

A second theory that provided a foundation for this study is Super’s (1980) life-span, 

life-space theory that addressed a developmental perspective, including later life stages. To 

provide an overview of the theory, Super described it by stating that it “brings together life 

stage psychology and social role theory to convey a comprehensive picture of multiple role 

careers, together with their determinants and interactions” (p. 126). A visual representation of 

this theory was captured in the Life-Career Rainbow, which graphically depicted the life-

span, life-space career development. The Life-Career Rainbow consisted of nine roles and 

four principal theaters that can be used to describe most of the life-space during the course of 

a lifetime. The four theaters include: (a) home, (b) community, (c) school, and (d) workplace. 

The nine roles include: (a) child, (b) student, (c) leisurite, (d) citizen, (e) worker, (f) spouse, 

(g) homemaker, (h) parent, and (i) pensioner. 
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The theory consisted of two major dimensions, life-space and life-span. Life-space, 

which was represented as latitude on the Life-Career Rainbow model, depicted life theaters 

and roles. The space dimension addressed the social situation in which an individual lives. 

The second major dimension was life-span, which consisted of time and was depicted 

longitudinally on the Life-Career Rainbow. The life stages were connected with time periods 

such as childhood, adolescence, and adulthood. This time dimension added another layer to 

the theory by creating a developmental perspective that focused on the manner in which 

people change, and how individuals make transitions based on their life roles, including the 

role of work. Super identified a major term and first dimension of the Life-Career Rainbow 

called career maturity that was defined as “the individual’s readiness to cope with the 

developmental tasks with which he or she is confronted because of his or her biological and 

social developments and because of society’s expectations of people who have reached that 

stage of development” (Super, 1990, p. 213). In the creation of the survey for this research 

study, the roles and developmental tasks of older workers will be taken into consideration as 

the questions are developed. 

Atchley’s (1989) and Super’s (1980) theories provided a foundation for targeting the 

manner in which individuals transition into retirement, shedding light on potential ways older 

adults may seek out jobs and career opportunities postretirement. Indeed, if Atchley’s model 

is believed, older workers will continue in similar types of roles and lifestyles to those  
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identified and experienced in earlier periods of their life. Super’s theory contributes by 

highlighting career development issues based on developmental stages.  

Goals for Study 

Specific goals and intentions of the study included the following: (a) Identify the 

preferred career interventions of older workers, (b) understand the attitudes toward, 

willingness to, and experiences of older adults with technology, including planning for  

careers during the retirement years and (c) identify through open-ended question their 

definition of what career development means to them and perceived challenges that they may 

face during this transition.  

Research Questions 

Three research questions were explored in this study. The first research question was 

what is the validity and reliability of the Adult (age 50–75) Career Development Survey 

(ACDS)? An exploratory factor analysis and Cronbach alpha were used to answer this 

question. The second research question was what were the career development levels of 

mature adults? This research question was measured by the scores on the instrument, Adult 

(age 50–75) Career Development Survey.  Finally, the last question was what were the issues 

or factors that affect the career development of mature adults? This question was measured 

through a qualitative analysis of the open-ended questions in the Adult (age 50–75) Career 

Development Survey.  
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Definition of Terms (Adults Approaching Transition:  

Defining the Mature Worker and Baby Boomers) 

Older Adult 

Throughout the research literature, there are various definitions of the term older 

adult. Depending on the research study, each author defined the older adult in a different 

way. It is difficult to generalize why an author chose a specific definition because of all the 

differences between them. The variations in studies occurred because adults approaching 

retirement are a relatively large group and the differences among them make it cumbersome 

to realize a singular, unified definition that encompasses the entire group. According to  

Sterns and Miklos (1995), “Much of the confusion may stem from selecting the approach  

based on the issue to be studied, which leads to situational based definitions with limited 

generalizability…aging is a multi-dimensional process that is difficult to adequately reflect in 

a single definition” (p. 250). The authors suggested several approaches to define the 

population of adults nearing retirement, which included categories such as: chronological, 

legal, functional (health, physical aging, and cognitive performance), psychosocial, 

organizational, and life span. In an executive summary issued by the American Psychological 

Association, older adults were defined as “persons 65 years of age and older and the ‘oldest 

old’ group consists of those individuals 85 years of age and older” (Abeles, 1998). Yet 

another definition came from The National Council on Aging, Inc. (2002) defined older 

adults in categories of 65–74 and 75+. Lastly, a study conducted by the AARP (2003) that  
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reviewed work and careers defined older adults by categorizing the population continuing 

employment in the workforce. In reviewing the literature, it becomes apparent that the 

definition of this population vacillated depending upon the research study and the target 

population of interest. There is not a clear-cut definition of older adults that is unanimous 

across the board. 

It may be best to leave it up to the individuals to decide how to define their status and 

current situation within their transition. For the purpose of this study, the terms older worker, 

older adults, and mature adults will be used synonymously and refer to the population of  

mature workers from age 50–75. 

Baby Boomers 

The baby boomer generation is defined as individuals born from 1946 through 1964.  

The Bureau of Labor and Statistics (2000) reports 76 million births occurred during this 19-

year period. This large number of individuals will potentially be eligible for retirement soon 

and their choices will have a tremendous impact in the United States. The baby boomer 

population was a portion of the sample studied within my research. 

Career Interventions 

The definition of career interventions included, but was not limited to individual and 

group counseling, career guidance systems using technology, assessments, career workshops, 

and other counseling skills related to helping clients make career decisions. 
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Basic Assumptions 

Mature workers would be interested in career counseling and receiving career 

guidance during this phase in their life. Questions on the Adult (age 50–75) Career 

Development Survey instrument would address this basic assumption to find out whether or 

not individuals within the population had used career counseling in the past and whether or 

not they would find it useful in future career planning. 

Limitations 

The sample group was limited due to access to the population of interest and normal 

difficulties locating people to participate in the research study. In the pilot study, the author 

used a variety of venues to locate individuals within the 50- to 75-year-old range including 

technology employers, universities, churches, professional organizations, the local AARP,  

senior centers, library, personal and professional contacts, and credit unions in the southern 

part of the United States. Given the array of locations used to collect the data, care needed to 

be taken not to generalize results across populations. The final survey was distributed 

primarily to universities in the Southeast, a few universities in the Northeast (through 

convenient samples), the AARP, and an e-mail distribution list for biomechanical 

professionals. Some convenient sampling through personal and professional contacts at local 

universities was needed in order to obtain additional surveys for the study. Since a survey 

design was used, the response rate as well as ability to capture a significant amount of older 

workers were roadblocks to gaining statistically significant results. Heppner, Kivlighan, & 

Wampold (2008) suggested some additional limitations that often occur with survey design  
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and data collection. The authors discussed the limitations with survey design by highlighting 

areas to consider when creating a survey. For example, the researcher needs to be aware of 

issues with translating survey questions to another language for participants who do not 

speak English.   Heppner et al. suggested having a plan in place to capture the essence of the 

questions in the participant’s native language without losing the integrity of the survey. This 

problem was not found during my data collection process. Heppner et al. also mentioned that 

there are several advantages to collecting data through the Internet, however, the limitations 

of this method must be considered as well. Some participants may not have access to a 

computer or the Internet; it decreases the response rate, and brings up “issues with privacy 

and confidentiality” (p. 505). All advantages and limitations of collecting data through the 

Internet were considered. 

Summary 

Mature adults are redefining what it means to retire as they may need to work during 

the traditional retirement years. This study hoped to provide information regarding their 

preferences and specific needs in relation to interventions that they may use to help them  

make those decisions. Additionally, it is important to understand how mature adults feel 

about technology and their willingness to use it as part of the process to find jobs 

postretirement. In order to determine that, the author strove to understand their past and 

present experiences with using technology in general and their comfort level with using it as 

part of  career counseling and the job search process. The author hoped to create an  

 



12 
 

instrument that will investigate these questions and add to the body of literature concerning 

mature workers 50—75 years of age. 
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CHAPTER 2: LITERATURE REVIEW 

 In this chapter, I have provided an overview of the literature related to baby boomers 

that includes the challenges and needs of this population, several relevant theories for 

individuals 50–75 years of age, and empirical research about the population. First, literature 

was reviewed covering general information about baby boomers that are turning retirement 

age in the 21st

Rationale for Theory Selection 

 century. Secondly, I presented literature for relevant theories specific to older 

adults, including Erikson’s (1950) theory of psychosocial development, Atchley’s (1989) 

continuity theory and Super’s (1980) life-span, life-space theory among others related to 

career development and retirement. Lastly, the chapter concludes by identifying gaps in the 

literature and focusing on how the research questions for this study were applied.  

 Erikson’s psychosocial development theory (1950) can be applied to the older adult 

population, particularly its latter two stages.  The theory addressed specific life stages that are 

pertinent to older workers facing decisions during retirement. Super’s life-span, life-space 

theory (1980) was chosen because the theory supports the developmental lifespan approach 

to career development, particularly the latter stages in life that would pertain to pre-retirees 

or baby boomers who would be making career decisions postretirement. Atchley’s theory of 

adjustment (1976) to retirement is actually a combination of three distinct theories: activity 

theory, continuity theory, and disengagement theory. There has been limited empirical  

 



14 
 

research conducted that provides a comprehensive review of all the components of this 

theory. Instead, most research studies have focused on one particular element of the theory. 

For the purpose of this paper, the continuity theory will be discussed because it provides a 

foundation for older adults by reviewing heterogeneous styles of potential ways to transition 

into this postretirement phase. 

Challenges for Mature Workers 

Due to the nature of aging, maturing individuals inevitably face both physical 

challenges and ones to their career developments. There are many facets of an individual’s 

life that are affected as one ages. Several authors discussed these challenges in detail. 

McCarthy (2002) categorized the challenges into five areas: emotional wellness, the 

knowledge gap, literacy and education, the digital divide, and health and physical concerns. 

She identified the challenges and provided resources for eliminating the barriers that adult 

workers may face as individuals and/or collectively as a group. Marston and Marston (2001) 

discussed the challenges of older workers and identified the following “associated age-biased 

challenges impacting older adults as: (1) needing more compensation than is offered, (2) 

being financially forced to either remain in or enter into the job market, (3) finding positions 

reflective of their skills in a highly competitive market, (4) rising unemployment rates, (5) 

obtaining employment that matches their professional level of competence, and (6) 

possessing obsolete or otherwise unmarketable skills” (p. 105). Brewington and Nassar- 
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McMillan (2000), cited several work-related issues that adult workers face including job loss, 

psychological distress, actual and perceived obstacles to employment, changes associated 

with aging, hiring and employment concerns, and skill obsolescence. There are a large 

number of older workers who would prefer to work, and because of uncontrollable situations 

they are unable to continue employment. Sterns and Miklos (1995) stated “12% of older 

workers would like to work but are unable to due to health or disability…this large number 

of individuals includes 2 million people 55–64 years old, 2.3 million people 65–74 years old, 

and 1.1 million adults 75 and older” (p. 249).   

The current economic downturn adds to the previous challenges mentioned. Issues 

such as unemployment and age discrimination can compound the issues for older workers 

(Barclay & McDougall, 1998). In some cases, the positions that older workers would 

normally seek are not available with the same or comparable titles, salary, or levels. 

According to Barclay and McDougall, older workers may be unemployed for twice as long 

as other population groups who are seeking jobs. As counselors, we are challenged to 

understand the dynamic issues and challenges that face older workers in order to assist them 

in a specialized and helpful manner without diminishing the importance of their past 

experiences as we explore future career options with them. To meet these needs, counselors 

need to be aware of the multitude of challenges that adult workers may face and be equipped 

to discuss potential resources that will benefit them as they approach and consider retirement.  
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Erikson’s Psychosocial Development Theory 

Erik Erikson (1950) created a psychosocial developmental theory addressing stages in 

an individual’s life as he or she moves through each life task or crisis. Erikson coined the 

term stages of man and identified them as the following: trust versus mistrust (infancy), 

autonomy versus shame, doubt (18 months to 3 1/2 years), initiative versus guilt (3 1/2 to 6 

years), industry versus inferiority (6 to 10 years), identity versus role confusion 

(adolescence), intimacy versus isolation (18 to 30 years; young adulthood), generativity 

versus stagnation (31 to 60 years; middle age), and integrity versus despair (60 years old until 

death; old age). Erikson believed that throughout an individual’s life, he or she experiences 

the stages in a logical order and the levels are continuous. He viewed the incremental stages 

of one’s life as a turning point and each stage of conflict is moving toward being resolved 

before moving to a new stage of development. Two of Erikson’s stages that are applicable to 

adults approaching retirement are generativity versus stagnation and integrity versus despair 

(Harris-Bowlsbey, 2003). These two stages occur in the latter portion of the older adult’s life 

when the individual tries to resolve each crisis.  This includes how they make career 

decisions. Due to the current economic conditions, many mature workers will find 

themselves in a position where they need to work into the retirement years. For some, it may 

be the beginning of a new career or a continuation of their current work. Mature workers may 

have the opportunity to resolve each crisis through their career choices. In the generativity  
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versus stagnation phase, mature adults may continue their work for personal and financial 

reasons, yet at the same time give back to younger generations through this process. In the 

stage of integrity versus despair, mature workers may involuntarily continue working into 

typical retirement years. On the positive side, if they have unresolved career aspirations that 

were not met in earlier development stages; they may have a second chance to resolve these 

issues through the continuation of work.  

Vaillant and Milofsky (1980) contributed to Erikson’s psychosocial development 

theory by adding two stages to address a few of the gaps within the stages of development. 

These interpolated stages were called career consolidation and keeper of the meaning. Career 

consolidation sits between Erikson’s sixth stage, intimacy versus isolation, and seventh stage,  

generativity versus stagnation. Career consolidation refers to reflecting on one’s career, 

slowing down, and placing meaning on the areas that matter most to the individual.  Keeper 

of the meaning falls between Erikson’s seventh stage and the eighth stage, integrity versus 

despair.  It refers to the involvement within the community through social activities such as 

volunteering. Vaillant’s and Milofsky’s primary work with the adult development model 

involved the generativity versus stagnation stage and a description of successful aging. 

According to Erikson (1950), the definition of generativity is “primarily the concern in 

establishing and guiding the next generation” (p. 276). In terms of career development, 

mature workers in this stage may decide to become teachers, advisors, or mentors whereby 

sharing their acquired work-related knowledge and skills with the next generation. 
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Empirical Studies 

Few research studies on Erikson’s last life stages were found. A longitudinal pilot 

study was conducted by Nolan & Nidhim (2003) to better understand aspects of successful 

aging. Nolan and Nidhim utilized Vaillant’s research on adult development and aging; 

whereby Vaillant added two stages to Erikson’s (1963) model. Vaillant added career 

consolidation after Erikson’s sixth stage called Inimacy vs. Isolation and keeper of the 

meaning after Erikson’s seventh stage called Generativity vs. Stagnation as additional stages 

to Erikson’s model.  Vaillant utilized Erikson’s theoretical framework for his own research 

studies. Vaillant’s research spanned across a 30 year timeframe where he studied two groups; 

“the Terman longitudinal study of adult development and aging of women and the Harvard 

longitudinal study of educationally disadvantaged, inner city males” (Nolan & Kadavil, 2003, 

p. 169).  

Nolan & Nidhim (2003) conducted a pilot study utilizing Vaillant’s model of 

successful aging as a theoretical model. The pilot study identified a group of older men and 

women over the age of 65 who were actively participating competitively in a local Senior 

Olympics. The individuals need to be involved competitively in sports, over age 50, and in 

relatively good health. The study consisted of a series of interviews and observations over a 

seven-to-eight year period. The sample size was not revealed in the study and the method for 

selecting the participants for the pilot study was not indicated. Results of the study revealed a  
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strong inclination toward Vaillant’s Keeper of the Meaning stage; defined as “going beyond 

oneself and becoming other centered” (p. 172). The pilot study provided evidence through 

the interviews that volunteering and community service were important aspects of the 

participant’s life and adult development. Due to the exploratory nature of the pilot study, the 

external validity is limited to healthy, men and women, over 50 years of age who are 

competitively involved in sports. The preliminary study provides support for Vaillant’s two 

additional stages of adult development and a model for successful aging.  

Super’s Life-Space, Life-Span Theory of Career Development 

The life-space, life-span theory was published in 1953 by Donald Super. He began his 

career by studying occupational guidance while working as an employment counselor in 

Cleveland, Ohio in the 1930s. In the late 1940s, Super changed his focus from occupations to 

studying careers (Super, 1990). Several major contributions came out of this shift in focus. 

The Career Pattern Study, a theory of career development wherein Super studied 100 9th-

grade students and followed their careers for many years was one of these. In addition, his 

shift in focus led to numerous publications, such as The Psychology of Careers (1957) and A 

Theory of Vocational Development (1953). In 1980, he developed a new model called the 

archway model, which was similar to the Life-Career Rainbow, and was also a pictorial 

representation of career development. However, the archway model presented the 

information in a different way than the Life-Career Rainbow, though both recognized the  
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importance of understanding oneself, the varied roles that individuals play throughout their 

lives, and the external environment that often has a direct impact on the mature worker 

throughout the development process. 

Donald Super, Mark Savickas, and Charles Super indicated that the life-span, life-space 

theory has been adapted and modified several times throughout the years in order to 

incorporate the changes and evolution of the world of work, careers, and the economy 

(1996). Depending on which piece of literature from the past fifty years is read, the number 

of propositions that the theory possesses has been debated (Salomone, 1996). Super included 

14 propositions in his final manuscript (1994), several of which related to this research study.  

His general assumption that “People differ in their abilities and personalities, needs, values, 

interests, traits, and self-concepts” (Brown & Brooks, 1990, p. 206) was one of the premises 

of the research study. Each older worker is unique and differs on many levels. Therefore, 

career counselors and others working with older clients need to take this notion into 

consideration as the career exploration journey unfolds; there should not be one cookie cutter 

method applied when working with older clients. Super also proposed that “people are 

qualified, by virtue of these characteristics, each for a number of occupations” (p. 206). This 

tenet was important to keep in mind because older workers may be interested in changing 

careers during the later part of their lives. Older workers are very capable of moving from 

one job or career path to another based on their skill set and abilities. The role of the career  
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counselor is to assist in identifying potential careers and opportunities by reviewing with the 

older worker their interests, personality, and realistic and viable options within or outside of 

their current field, skill set, abilities, goals, training, education, and other relevant 

information as they pursue a potential change. Super also stated that “work and occupation 

provide a focus for personality organization for most men and women…then other foci, such 

as leisure activities and homemaking, may be central” (p. 206). In this research study, older 

workers were asked questions about their attitudes toward career counseling and technology 

as they make decisions about future career planning. Some of the participants might not have 

been interested in continuing, maintaining, or pursuing an alternate career path during the 

traditional retirement years. A portion of the older worker population may also be more 

interested in leisure and other activities that are more aligned with their interests, family, 

hobbies, and other non-career aspects of their life. Super went on to mention within this 

proposition that “social traditions, such as sex-role, stereotyping and modeling, racial and 

ethnic biases, and the opportunity structure, as well as individual differences, are important 

determinants of preferences for such roles as worker, student, leisurite, homemaker, and 

citizen” (p. 206). In this research study, this tenet was very critical in understanding older 

adults’ preferences towards career counseling and technology. Older workers’ roles, 

background, socioeconomic status, and other factors may play a large part in their 

preferences and how they inevitably make retirement decisions.  
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Super (1980) provided an overview of the theory by stating that it “brings together 

life-stage psychology and social role theory to convey a comprehensive picture of multiple 

role careers, together with their determinants and interactions” (p. 126).  A visual 

representation of this theory was captured in the Life-Career Rainbow, which graphically 

depicted the life-span, life-space career development. The Life-Career Rainbow consisted of 

nine roles and four principal theaters that can be used to describe most of the life-space 

during the course of a lifetime. The four theaters included: (a) home, (b) community, (c) 

school, and (d) workplace. The nine roles included: (a) child, (b) student, (c) leisurite, (d) 

citizen, (e) worker, (f) spouse, (g) homemaker, (h) parent, and (i) pensioner. 

The theory consisted of two major dimensions, life-space and life-span.  Life-space, 

which was represented as latitude on the Life-Career Rainbow model depicted life theaters 

and roles. The space dimension addressed the social situation in which an individual lives. 

The second major dimension was life-span, which consisted of time and was depicted 

longitudinally on the Life-Career Rainbow. The life stages were connected with time periods 

such as childhood, adolescence, and adulthood. This time dimension added another layer to 

the theory by creating a developmental perspective that focused on the manner in which 

people change, and how individuals make transitions based on their life roles, including the 

role of work. Super identified a major term and first dimension of the Life-Career Rainbow  

called career maturity, that was defined as “the individual’s readiness to cope with the 

developmental tasks with which he or she is confronted because of his or her biological and  
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social developments and because of society’s expectations of people who have reached that 

stage of development” (Super, 1990, p. 213). 

The life-span and life-space theory can be used to identify an individual’s career path or 

trajectory. The life-span component is often referenced in existing research and includes the 

stages of growth, exploration, establishment, maintenance, and disengagement (Super, 1994). 

Super suggested that skipping over a stage could prove to be problematic later on and pose a 

problem in a future stage. Transitions are important to this model and can be flexible as each 

stage can include “reexploration and reestablishment.” Super introduced key terms when 

describing these stages including recycling, mini-cycles, and maxi-cycles (Super, Savickas, & 

Super, 1996, p. 124). Recycling occurs when a change happens and a person goes back 

through past stages. This process can either be a mini-cycle (recycling through one or more 

small stages) or a maxi-cycle (recycling back through a series of several stages). 

 The last component of the life-space, life-span theory is a minor dimension within the 

theory, but in and of itself can be considered a theory. It refers to the dimension called self-

concept. Self-concept allows individuals to subjectively and objectively view themselves 

throughout the career development process. They take into account behaviors, interests, 

values, and other dimensions that would be consistent with the self-concept dimension 

(Super, 1994). It is also known as the personal construct theory (1990). 
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Empirical Studies 

Super’s theory was used in the empirical research conducted by Marin and Splete 

(1991). Their experimental study examined the effects of two computer-based career 

interventions on the career decidedness of 188 randomly selected laid off workers from 

Michigan between the ages of 23–42 who were making a career transition. The participants 

were divided into three groups; a computer-based plus counselor intervention group, a 

computer-only intervention group, and a delay-treatment control group. Pretests and posttests 

were given to participants to compare differences between the scores on these assessments. 

The dependent variables included a paper-and-pencil career decidedness assessment that was 

measured by using the instrument called the Assessment of Career Decision Making (Harren, 

1985), specifically the portion of the assessment identified as the occupational choice portion 

(ACDM-O). A second dependent variable was the Career Decision Scale (Osipow, Carney, 

Winer, Yanico, & Koschier, 1976) that measured the participants’ level of commitment, 

certainty toward an occupational choice, and career indecision (Marin & Splete, 1991). 

ANOVAs were used to analyze the data along with the gain scores.  Results of the study 

indicated that  the computer-plus-counselor intervention was more effective than the 

computer-only intervention and the delay-treatment control group related to career 

decidedness as indicated by comparison of the pretest and posttest scores. The research 

revealed that the most effective method of counseling intervention within this study was a  
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combination of computer-plus-counselor intervention. The study is valid; however, caution 

should be used when generalizing to other populations of interest due to the location of the 

study and specific types participants (i.e., laid off workers) studied. The study concluded by 

identifying limitations and suggestions for future research regarding computer-based 

interventions. 

Another study that drew upon Super’s theory was a qualitative study that covered the  

option of bridge employment for older adults. Bridge employment is defined as “transitional 

work between career employment and retirement” (Ulrich & Brott, 2005, p. 159). The 

authors presented a qualitative study using grounded theory methodology (Creswell & Clark, 

2007) that explored the transition experiences of older workers who retired from long-term 

careers and were working in bridge jobs.  Ulrich and Brott interviewed 24 older workers to 

learn why they decided to pursue a bridge job, how they made the transition, and what 

challenges they faced and benefits they received. The authors identified the following 

specific research questions: (a) What factors contribute to older workers’ decision-making 

process to take bridge employment, (b) what personal or career strategies help older workers 

make this transition, and (c) what challenges and opportunities do older workers face as they 

transition to a bridge-type position? The Occupational Outlook Handbook was also used to 

categorize the participants’ long-term careers and bridge employment. The core themes of the 

study were that bridge employment redefines retirement and that most participants saw  
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retirement as a way to manage their changing life priorities by giving them more time and 

more control of their time. 

The final article that supported Super’s theory, “Factors Affecting Employment 

Decisions About Older Workers” (Lee & Clemons, 1985), was an exploratory research study 

that used a 2 x 2 factorial design and investigated specific factors that affect older workers as 

they pertain to employment opportunities.  Two hypothetical, simulated work situations were 

provided to undergraduate participants to determine the types of decisions that they would 

make about employment. Two studies were conducted to investigate the effects of two 

specific factors on simulated employment decisions that involved older workers. The first 

study sought to reconcile the conflicting results found in many past studies by investigating 

the significance of the two factors that may affect one’s use of age stereotypes in making 

employment decisions about older workers. The second study used the same procedures in 

order to understand how decisions are made about younger workers.  

The independent variables were presented in the 2 x 2 factorial design; 2 (absolute 

decision v. comparison decision) x 2 (information v. no information). The probability of 

approving a request that involved the older worker served as the dependent variable. The 

author’s population and sample was a large southern university (Study 1: 10 males and 38 

females; Study 2: 13 males and 35 females).  It was conducted in a school setting using 

course credit through a psychology course. The goal of the whole study was to investigate the 

differing results from past studies regarding older workers, specifically the stereotypes that  
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those making employment decisions about older workers might have. The two areas of 

conflicting information included: (a) type of decision made (absolute v. comparison) and (b) 

amount of information available about the workers (information v. no information). The 

authors identified two hypotheses:  (a) unfavorable decisions would be made about older 

workers when a choice had to be made between an older worker and a younger worker 

(comparison condition), whereas increasingly favorable decisions would be made when no 

choice was required (absolute condition) and (b) unfavorable decisions would be made about 

older workers when no performance information regarding the individual was available (no-

information condition). Several instruments were used throughout the study. Three written 

memos described a hypothetical work situation requiring a decision about subordinates by a 

manager. Biographical information sheets for each hypothetical worker along with job 

descriptions and behaviorally-stated performance reports were given in the information 

condition only.  The method and design used for the study was 2 x 2 factorial with repeated 

measures on type of decision (ANOVA with repeated measures). The results of the study 

included the following: (a) Significant main effects were found for both types of decision and 

amount of information; (b) no significant interaction effects were found; (c) increasingly 

favorable decisions were made about older workers when (i) the situation did not require a 

choice between an older worker and a younger worker, and (ii) behaviorally-stated 

performance information about the older worker was provided; and (iii) the older worker 

may be judged more favorably, or the younger worker judged less favorably, when there is  
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information indicating that both workers are performing equally well. 

Internal validity was addressed through random sampling of the undergraduate 

population at the large southern university. However, the sample size may not have been 

sufficient nor representative enough as a study, given there were 10 male and 38 female 

undergraduate students and demographic background information about the students was not 

provided. Specifically, the representative value of the sample may be skewed since there are 

many fewer males in the study than females. Males may feel differently about the topic 

comparatively to females. Also, the response rate was not stated and the percentages were not 

reported on how many students were asked to participate versus how many students actually 

did participate in the study. The nature of the study also led to compromising its internal 

validity to some degree as the researchers were constrained to the use of fabricated people 

that they created instead of real people to rate in order to keep the experiment consistent and 

reduce confounding the study. 

External validity was limited due to the small sample size consisting of students 

enrolled in an undergraduate psychology class, a majority of who were women. These 

students may have had a response bias and could have been motivated more than other  

possible participants due to the extra credit that was promised after the completion of the 

study. Additionally, the authors did not take into account cultural or racial confounders that 

could influence the study. They did not mention the racial or ethnic backgrounds of the  
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participants or the fictitious employee that the candidates were rating. Since the population 

size was quite small and was conducted in a southern part of the country, the generalizability 

to other settings may also be limited. 

The article omitted a few key pieces of information including the reliability and 

validity data for the instruments used (memos, biographical sheets) or if the instruments 

considered pilot testing, response rate, rate of attrition, and missing cases. For attrition, an 

assumption could be made that it was not an issue because it was not reported in the 

document. Since it was a one-time measure and done for course credit, there was no 

longitudinal study that the participants needed to continue with or return to the research lab 

for additional data collection. However, it was not indicated if the participants in Study 1 was 

the same or different than those in Study 2. In regard to missing cases, ethnicities and 

minorities were not included in the measure. The authors did use the same gender for the 

informational materials, which could be viewed as beneficial in that gender was not a 

confounding variable. Additional research could add females and a diverse cultural and racial 

make-up to the hypothetical worker profile. The researchers would need to ensure that there 

were no confounding variables and control for other extraneous variables to reduce bias in 

their conclusions.  

The type of factor analysis used in the study was exploratory design. The choice was 

appropriate as there has not been a lot of research completed in this area other than a few  
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studies that this study emulated. The sample was somewhat defined by gender and sample 

size. The number of possible participants was not included. The demographics of the 

participants were adequate; however, more participants were needed. The steps in the 

analysis were stated, but the authors did not include the specific steps used to derive their 

data such as how they came up with the factors involved in the exploratory factorial analysis. 

They did report the manner in which the data were analyzed and their findings. The follow up 

data analyses used separate t tests for the comparison-information condition and the 

comparison-no information condition to compare the mean ratings for the older workers with 

those of younger workers in these two conditions. In addition, there was no mention of how 

the factors’ names were derived, or how they arrived at these factors.  

A few more limitations of the study were that the sample sizes were too small to 

generalize to other settings and that the undergraduate students were rating hypothetical 

employees. Additional field research could use real worker profiles in order to more 

accurately determine the significance of various factors in employment decisions. Finally, the 

findings were discussed in relation to previous findings, but not to the existing theory. The 

literature review prior to the study outline was brief and not robust or comprehensive. The 

authors discussed the findings relative to previous studies, but did not make the connection 

back to the theory.  
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Implications for professional practice and further research were discussed; however, 

implications for employment were not discussed thoroughly. Using only undergraduate 

participants, who may not have had much experience in the world of work and who are 

members of the young adult age group, can be limiting.  It would be an interesting area for  

future research to ask older adults to complete the same experiment in order to note any 

similarities or differences in their thoughts and decisions regarding employment compared 

with those of the younger adults.  

The article can be linked to Super’s life-span, life-space theory, specifically to the 

main proposition of career maturity, described as “a constellation of physical, psychological, 

and social characteristics; psychologically, it is both cognitive and affective” (Brown & 

Brooks, 1990, p. 206). This proposition was manifest in Lee’s and Clemon’s article (1985) as 

it used young participants to respond as raters of hypothetical interviews. The participants’ 

career maturity may be questioned, as they were much younger than the hypothetical 

interviewees in the study. As presented in Super’s developmental theory, career maturity is a 

crucial component in development throughout each life stage. Due to the development level 

of the participants completing the ratings, their career maturity may have been limited when 

compared with older participants. Future studies may want to include a variety of participants 

at different ages and levels of career maturity. 
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Atchley’s Continuity Theory 

Atchley’s continuity theory has been used to describe older adults transitioning from the 

workplace into retirement (Ulrich, 2005). Continuity theory can be defined as a process 

whereby older adults seek comfort in consistency and maintaining internal and external 

structures, rather than changing throughout the life course (Atchley, 1989, 1999). Continuity 

theory uses four dimensions to understand a person’s beliefs and behaviors over time 

including: (a) idea patterns (i.e., self and of the world), (b) lifestyles (e.g., roles, activities, 

living arrangements, relationships), (c) personal goals (i.e., ideal self and lifestyle), and (d) 

adaptive capacity (i.e., the ability to maintain morale in the face of discontinuity; Ulrich, 

2003). Mature workers who decide to retire may find comfort in the areas of their life roles 

that are familiar regardless of the transition into a new phase of life.  

Atchley’s continuity theory (1989) has evolved over time. Research about continuity was 

not a new phenomenon within gerontology; it actually began with George Maddox in 1968. 

In Maddox’s research, he observed that there are patterns of activity within the aging process 

and that these patterns, for the most part, are maintained through the developmental process 

(Atchley, 1999). In addition, Atchley adapted Buckley’s (1967; Bailey, 1990) feedback 

systems theory by focusing on adult development in later life, including middle and later 

adulthood. Buckley states, “Feedback systems theories are theories of continuous evolution 

and the general form of feedback system theory, presumes that there is an initial pattern that  
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influences behavioral choices or decisions that in turn influence the nature of life 

experience…life experience is then used reflexively to evaluate, refine, or revise both the 

initial pattern and the process of making behavioral choices” (p. 4).  Therefore, individuals 

make decisions based on feedback from experience in order to know where to focus their 

energy as they continually develop skills and knowledge throughout their lives.  

Continuity theory was born from this empirical research in order to understand the 

adaptation of individual’s behaviors and habits particularly in middle and later life. The 

theory sought to identify why such a large number of people follow the same pattern of 

maintaining or remaining consistent as one adapts to change. According to Atchley (1989), 

continuity theory’s underlying premise was that “in making adaptive choices, middle-aged 

and older adults attempt to preserve and maintain existing internal and external structures and  

that they prefer to accomplish this objective by using continuity (i.e., applying familiar 

strategies in familiar arenas of life)” (p. 183). The theory consisted of nine assumptions and 

five propositions. One of Atchley’s (1999) assumptions involved the concept of continuity. 

Atchley defined continuity as “evolutionary constituency and linkage over time.” Therefore, 

“stability or equilibrium is a type of continuity, but evolutionary forms of continuity are more 

common” (p. 8). In this research study, I reviewed the forms of continuity theory to 

investigate whether or not older workers were interested in continuing in the same type of 

career path (continuity) or preferred to alter and change their career direction (discontinuity)  
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during the traditional retirement years. Another important assumption that is a distinguishing 

characteristic in Atchley’s theory was that “to each individual, what represents continuity is 

highly subjective” (p. 8). For counselors or others working with older adults, this assumption 

needs to be kept in mind as objective measures may not be appropriate when working with 

some older adults looking to transition. One final example of Atchley’s theoretical 

assumptions involved the notion of goals and change. The assumption stated, “using 

continuity strategies to pursue goals or adapt to change does not necessarily lead to 

successful results, but it does so in a majority of cases” (p. 8). This assumption may be key 

for the majority of older workers as they make decisions to either continue along the same 

career path or make changes. The assumption provides a bit of hope that in most situations, 

the final outcome is successful.  

Atchley also identified five propositions of the continuity theory. One of the propositions 

that may have some relevance in the proposed research study states that “continuity of 

general patterns of thought, behavior, and relationships is usually the first strategy people 

attempt to use to achieve their goals and adapt to changing circumstances” (p. 8). For older 

workers, this may mean that their first way of coping through their initial transitional period 

will be to rely on past experiences and practices that they learned throughout their lives as 

they progress into their next career or activity. Relying on past experiences and ways of 

handling transition from previous situations, may provide older workers comfort as they 

move into the next transitional period in their lives. 
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The theory also identified four elements of continuity theory that were described as (a) 

idea patterns, (b) lifestyle, (c) personal goals, and (d) adaptive capacity. Idea patterns referred 

to how “the ideas, mental skills, and information stored in the mind are organized into loose 

constructs such as self-concept, personal goals, worldview, and philosophy of life, moral 

framework, attitudes values, beliefs, knowledge, skills, temperament, preferences, and coping 

strategies” (Atchley,  1999, p. 9). In essence, individuals are more likely to maintain their 

“inner mental constructs” when making decisions and throughout life transitions. In addition, 

individuals utilize past experience in how they make decisions. The second element was the 

external patterns that describe how “social roles, activities, relationships, living 

environments, and geographic locations are also organized in a person’s mind” (p. 9). Adults 

usually have a good map or frame of reference for how each person fits into their life and 

how each person is different from the other. The third element was developmental goals, 

which simply means that the majority of adults possess short-term and long-term goals in 

regard to their ideals (i.e., of themselves, activities, relationships, and environment). Lastly, 

adaptive capacity assumed that adults continuously redefine their choices concerning their 

external life in an effort to maximize their personal satisfaction with their life.   

Atchley (1999) provided several assumptions about the theory indicating what the 

theory was and was not. The primary component of this theory was that it was based on 

adaptive change and not a “homeostatic equilibrium” (p. 5-6). The theory was a  
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constructionist theory, which assumes that individuals are active in the process of creating 

their own personal constructs (Kelly, 1995). Atchley (1999) stressed that the continuity 

theory was an adaptive theory and reviewed behavior and activity over the long-term, not the 

short-term. He also cautioned that we should avoid trying to categorize middle and later life 

as either having continuity or not. He stated, “Both continuity and change are matters of 

degree and they can coexist” (p. 3). The theory and research was based on adults in middle 

and later life, but may have some relevance to young adults as well. Atchley was clear that 

the theory was not intended to be a theory of successful aging, nor was it a deterministic 

theory. Neither was it intended to predict precise outcomes to adaptation. Instead,   he 

predicted that the majority of people would attempt continuity first, as a strategy for 

adaptation as they transition into retirement. 

Empirical Studies 

Ulrich’s and Brott’s (2005) qualitative study investigated bridge employment: 

“traditional work between career employment and retirement” as redefining retirement for 

older adults (p. 159). One of the main goals of the study was understand the transition from a 

career to bridge employment then to retirement. The numbers of managerial and professional 

participants (n = 14) exceeded that of technical, clerical, and service employees (n = 10). The 

research study was qualitative in nature and used grounded theory as a theoretical 

framework. Ulrich and Brott described the participants very thoroughly (i.e., 24 older adults  
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age 62 who had retired and currently in a bridge employment position along with specific 

demographic and background information). The authors described in detail the data 

collection process and indicated that the consent forms were given to the participants and 

interviews were tape recorded. The authors also used triangulation of the data by including 

additional researchers within the data collection and analysis process. Ulrich and Brott 

provided the data analysis procedures and indicated that open coding, axial coding, and 

selective coding were used in the process (Strauss & Corbin, 1998). Inter-rater reliability 

between the coders was not presented in the study. The study supported Atchley’s continuity 

theory by reporting that older adults prefer structure, which can be seen in the continuation of 

work in later developmental stages. 

Another study that tested Atchley’s theory investigated postretirement patterns of 

work including employment for pay and voluntary activities. Having no work-like activities 

was also studied in this cohort of 1,511 recent retirees from major corporations. Retirement 

styles were categorized as reorganizer, rocking chair, holding on, and dissatisfied pattern. 

Walker, Kimmel, and Price (1981) conducted this survey primarily using male participants to 

better understand their work adjustments postretirement and their specific styles in doing so. 

The paper examined patterns of postretirement activities, pre-retirement attitudes about 

retiring, reasons for retirement, socioeconomic status, retirement timing, health, and 

retirement satisfaction in relation to four key types of retirement styles. Participants  
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responded to the Retirement Description Index (RDI) questionnaire developed by Smith, 

Kendall and Hulin (1969). The average age of the respondents was 65.7 years; 85% were 

married, 8% widowed, 6% single, and 2% divorced. The average age at retirement was 61 

years of age. Slightly more than half of the respondents indicated that they had retired 

voluntarily. The multivariate analyses that were used in comparing retirement style with 

health, income, occupation, and pre-retirement feelings about retiring for predicting 

retirement satisfaction indicated that retirement style was a significant predictor of overall 

retirement satisfaction and the subscales of satisfaction with activities and satisfaction with 

finances (Walker, et al., 1981). As the findings included recent retirees from major 

corporations whose occupational status, income, and education were higher than for average 

workers, there was clearly not one universal style of retirement or set of retirement attributes 

studied. However, the authors indicated that the 59% response rate suggested that there may 

be other retirement styles, or in their words, the retirees who did not respond may have been 

a “large group of apathetic retirees” that they could not describe (p. 278).  

The goals and purpose of this study were cited and the population was defined. 

However, it is unclear as to whom the authors actually wanted to include as part of the pre-

retiree population. Walker et al. (1981) mentioned that the average age of retirement was 

“61.1 years of age” (p. 269) among their participants; however, defining the population in 

terms of who was included in the pre-retirement stage would have been helpful. For example,  
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they could have set an approximate age (i.e., age 45) as a benchmark for the population of 

interest so that the reader understood who was and was not included within it.  

The sample was sufficiently defined in terms of age, marital status, and age at 

retirement. The authors did admit the population they considered tends to have a higher level 

of income, occupational status, and educational level compared to the “typical American 

worker” (Walker et al., 1981, p. 269). The sample was large enough; however, it was 

extremely homogenous, which limits the ability to generalize to other populations and  

decreases external validity. That the participants could have been retired for up to 5 years 

from the date of the study could be considered a limitation. There may also have been 

differences between individuals who retired 1 year or less before the study and those who 

retired 5 years before it. The authors did not address the possible differences in participants 

based on this time factor nor that there could be differences between the groups. However, 

they did mention the timing and length of retirement in relation to the retirement styles of the 

participants. 

In terms of external validity, the applicability to other populations was limited due to 

the type of participants included in the study. For example, 90% of participants had either a 

high school or college education; this left only 10% with less than a high school education 

(Walker et al, 1981, p. 277). The study was also limited to only Caucasian males in their 60s, 

within large cities in the United States and Canada. Several populations were not included in  
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the study including women, minorities, men over 70  years of age, and people of diverse 

racial and ethnic backgrounds to name a few. In addition, there are some limitations to 

generalizing the study to other settings, particularly since almost half of the participants were 

either managers or executives working in corporations. Researchers and others using this 

study should be careful to not make sweeping generalizations to smaller, more rural citizenry 

in educational, non-industry or non-corporate environments. 

Another limitation for this study is the omission of reliability and validity data 

regarding the Retirement Description Index (RDI) that the authors used as part of their 

packets sent to participants. The authors mentioned specific information that was in the 

packets, which included questions about demographic information, the decision to retire, the 

extent of preparation for retirement, income, health, activities, attitudes about retired life, and 

the RDI. For the RDI, almost no information was provided about the subscales, questions on 

the instrument, validity and/or reliability for the index, etc. The authors did provide a few 

suggestions for future research including creating policies for pre-retirees that are flexible in 

order to give the individual the right to retire when they are ready to do so. The findings of 

this study demonstrated striking differences in the ways that individuals experience and adapt 

to retirement, and these differences could be grouped into at least four general patterns: 

rocking chair, reorganizer, holding on, and dissatisfied (Walker, et al., 1981). The study did 

confirm at least one of Atchley’s (1999) propositions, that “…individual patterns of adaptive  
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thought continue to develop throughout life” (p. 8). These existing patterns can be seen in the 

different ways that older adults prefer to spend the latter stages of adult development. 

Finally, the last article to be cited that used Atchley’s theory studied whether or not 

retirement adjustment truly mirrored Atchley’s model of 1976.  Reitzes and Mutran (2004) 

determined that retirement adjustment indeed supported Atchley’s model, particularly using 

the variable of positive attitude toward retirement. The authors studied older workers in the 

Raleigh-Durham-Chapel Hill area of North Carolina from pre-retirement to 24 months 

postretirement. The study included 376 respondents who were interviewed at pre-retirement 

and at 6, 12, and 24 months postretirement. The researchers studied the stages of retirement 

specific to social and psychosocial variables as well as gender factors pertaining to retirement 

adjustment. Seven hypotheses were identified in the quantitative study that used four 

measures. Four sets of variables were employed in the data analysis. To gauge retirement 

adjustment, they used the “Positive Attitudes Toward Retirement” (Osgood, Succi, & 

Tannenbaum, 1957) measure. The measure begins with the lead phrase, “I think retirement 

means being…,” and is then followed by 14 adjective pairs. Three pre-retirement social 

psychological measures were used to tap processes that might facilitate retirement 

adjustment. The measure of self-esteem was derived from Rosenberg (1979). The retirement 

planning measure was composed of four items (Dorfman, Kohout, & Heckert, 1985), and the 

social background characteristics were measured by eight indicators. The researchers found 

general support for Atchley’s model of retirement adjustment (Atchley, 1976). Pre-retirement  
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self-esteem and friend identity meanings, as well as pension eligibility increased positive 

attitudes toward retirement at 6 months, 12 months, and 24 months postretirement. 

Retirement planning and voluntary retirement increased positive attitudes toward retirement 

early on, but not later, in the first 2 years of retirement while poor health decreased positive 

attitudes toward retirement later rather than earlier:  there were only limited gender effects on 

these outcomes. 

Multicultural and Career Counseling Issues 

Limited research has been conducted on the combination of career development and 

multicultural issues specific to individuals 50–75 years of age. There are some theories that 

address diversity and aging but are not specific to career counseling issues. These theories 

provide a variety of approaches for handling multicultural and diversity issues within the 

field of gerontology. Jackson (1991) and Usui (1989) brought to light that previous ways of 

thinking appeared to be atheoretical and did not address many of the factors that would be 

culturally relevant to elder populations. To address this issue, Burton, Dilworth-Anderson, 

and Bengtson (1991) reviewed ways of thinking or paradigms about culturally relevant 

approaches for these issues in the aging adult population. In the article, they focused on 

social inequality and how it relates to diversity and aging in our society.  Two theories that 

they mentioned were related to diversity and aging within the gerontology literature. The first 

theory was the “double jeopardy hypothesis, which refers to the additive negative effects of  
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being a racial ethnic minority and being old on indicators of quality of life such as health, life 

satisfaction, and adjustment” (p. 67). Individuals who are in this double jeopardy situation 

may struggle in many different perspectives. Counselors and others working with clients who 

are facing the double jeopardy hypothesis need to be aware of the client’s individualized  

circumstances relative to both aging and diversity issues. The second theory was the “aging-

as-leveling theory, which is based on notions of differential experiences related to age and 

race” (Burton et al., 1991, p. 67). From this perspective, it appears that age remains an issue 

for all individuals regardless of ethnic or cultural differences (Kent & Hirsch, 1969). Burton 

et al. recommended that in addition to cross-sectional and survey research, researchers should 

consider using grounded theory with this population in order to obtain rich, descriptive data 

that focuses on diversity and specific cultural questions.  

 A theoretical framework that may be promising when working with older adults from 

a variety of cultures and backgrounds is the Systems Theory framework (McMahon, 2002; 

McMahon & Patton, 1995; Patton & McMahon, 1997, 1999). The theory took into 

consideration not only the individual, but also the systems that interplay between the 

individual and the world in which the client lived (i.e., the social, environmental, societal, 

micro, and macro systems; Arthur & McMahon, 2005). Additionally, the element of chance 

was also considered during the counseling process. The theory also took into account the 

career counselor’s background, including their cultural background within the therapeutic 

relationship. The theory brought not only the client’s cultural awareness to the forefront, but  
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also that of the career counselor. It did not specifically provide suggestions when working 

with older adults on career related issues. However, the theory appeared to be all 

encompassing in terms of working with a variety of individuals and members of a specific 

group (i.e., older adults, baby boomers) and there may be opportunities for counselors to use 

the tenets of the theory and apply these tenets when working with this group on career 

transitions, employment opportunities, and other career related issues. When working with 

multicultural clients, the systems theory framework may help career counselors to address a 

broad array of issues within and outside the individual. 

 Hinrichsen (2006) provided an overview of why it is essential for practitioners to 

consider multicultural issues when working with older adults. The author addressed the 

stereotypes that continue to be pervasive for older adults and contribute to ageism. 

Hinrichsen counteracted a few statements about older adults. For example, the stereotype that 

assumes all older adults are all the same is not accurate. In reality, they are actually a diverse 

group. Neither is the stereotype that older adults are “lonely” when in fact many are very 

socially active.  A third stereotype is that older adults are not well, sickly, and dependent 

upon others, when the reality is that many are actually very independent. (p. 26). 

 By highlighting these stereotypes, counselors should become more aware of their own 

biases and stereotypes that could impede the therapeutic relationship. Counseling 

professionals need to be aware and cognizant of their own views of older adults when 

providing care to their clients. 
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Hansen (1997) suggested a more holistic theoretical perspective on working with 

clients that was more integrative in nature and took into account multicultural issues, gender, 

age, and a host of other individual and collective perspectives. She described the theoretical 

model as Integrative Life Planning (ILP). Compared with other career planning models of the 

past, this model was more integrative and all encompassing of the whole being, including 

“multiple dimensions of lives (body, mind, spirit), life roles (love, learning, labor, leisure, and 

citizenship), cultures (individualistic and communal), gender (self-sufficiency and  

connectedness for both women and men), communities (global and local), ways of thinking 

(rational and intuitive), ways of knowing (qualitative and quantitative), and linking personal 

and career issues” (2001, p. 266, see also Subich, 1993). She described the six life tasks that 

make up the model as: “(1) finding work that needs doing in changing global context, (2) 

weaving our lives into a meaningful whole, (3) connecting family and work (negotiating 

roles and relationships), (4) valuing pluralism and inclusivity, (5) managing personal 

transitions and organizational change, and (6) exploring spirituality, purpose, and meaning” 

(Hansen, 2001, p. 267-268).  

The ILP model has potential applicability with adults 50–75 years of age as they 

transition into later life opportunities, explore meaning in their lives, and potentially pursue a 

variety of activities (including career, volunteerism, etc.) later in life. Hansen (2001) 

mentioned that there may be a lot of benefits to using the model with older adults and “the 

task may be easier with older persons, because they are at a stage in life when many of them  
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begin to ponder the big questions of spirituality, meaning, purpose, questions that included 

connectedness and wholeness” (p. 271). In regard to career counseling, the holistic approach 

may be refreshing for older adults as they may be more interested in an integrative approach 

to making decisions in their lives by taking into account all roles, factors, and identities 

before making a life-altering decision. 

Retirement Decision-Making Model 

  In many cases, when retirement was mentioned, the financial aspects of the transition 

were often automatically brought to the forefront. However, the psychological aspects of the 

transition were not addressed or were even ignored when planning. Schlossberg (2004) 

created a term called the “psychological portfolio phase” that addressed the non-financial 

aspects of making the transition. The author found that “retirement is not one, but many 

transitions” (p.88). There are several areas that influence the manner in which one transitions 

into retirement and a few of these areas are “the role of work and family in the life of the 

individual, the timing of retirement, the degree to which work has been satisfying, the degree 

to which retirement is planned for, and the expectations one has about retirement” (p.88). 

Schlossberg studied retirees and concluded that there are six ways in which retirees approach 

the transition to retirement: (a) Continuers who continue using existing skills and interests; 

(b) Adventurers who start entirely new endeavors; (c) Searchers who explore new options 

through trial and error; (d) Easy Gliders who enjoy unscheduled time letting each day unfold;  
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(e) Involved Spectators who care deeply about the world, but engage in less active ways; and 

(f) Retreaters who take time out or disengage from life. These six categories of ways in 

which retirees approach retirement could be researched further to determine if these 

categories, over time, are stagnant or fixed during each transition postretirement. The model 

could also lead to the development of additional theories on the subject.  

Aging and Career Development Theories 

There are several researchers who have identified the stages and issues that older 

adults face. For pre-retirement planning, John Liptak (1990) suggested a creative approach to 

this period of an individual’s life. He proposed that leisure time was a means of achieving 

successful postretirement activity by stating, “continuation in meaningful life activities can 

lead to greater self-fulfillment in a retiree’s newfound leisure time” (p. 360). His assumption 

was that individuals who incorporated leisure time into their working lives may have an  

easier and happier transition into postretirement. Liptak provided samples of types of leisure 

goals to consider for pre-retirees, leisure “want” statements, and possibilities for defining an 

action plan for adults approaching retirement (p. 360). He suggested that clients should be 

specific about statements and goals as each pre-retiree defines his or her future. Many pre-

retirees are vague about individual wants, goals, and needs, which can ultimately lead to 

confusion or resistance toward retiring. Lastly, he made the suggestion to counselors to 

include leisure as an essential portion of a client’s career and retirement planning. According  
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to Liptak, leisure has been missing from the literature in terms of career planning.  

Jungmeen and Phyllis (2002) conducted research about retirement that focused on 

gender issues and psychological welfare using a life course, ecological model. The authors’ 

longitudinal study examined the relationship between retirement transitions and subsequent 

psychological well-being using data on 458 married men and women (aged 50–72 years) 

who were either still in their primary career jobs, retired, or had just made the transition to 

retirement over the preceding 2 years. The results concluded that, as this portion of life 

continues to be explored, there needs to be more research conducted to study factors other 

than gender and well-being on this transitional period into retirement. There is a dearth of 

literature that reviews other factors that might affect a positive, successful transition into 

retirement. Ethnicity, race, and sexual orientation are factors that were not mentioned in the 

study. 

The theory of work adjustment can be used with clients planning for retirement 

(Harper & Shoffner, 2004). The work adjustment theory was one of the earliest career 

development theories that considered both the individual and their environment to examine  

the correspondence of the dimensions. Harper and Shoffner suggested to counselors working 

with older adult clients to use this theory to explore life transitions. A case study was 

presented as an example to demonstrate to counselors how to use the theory with retired 

clients. The authors cited Dawis and Lofquist (1984) who stated, “counselors could use the  
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theory of work adjustment to understand elements of the individual’s work environment that 

would be lost as a result of retirement and to create a career plan that identifies suitable 

replacements for these losses (p. 274).”  Harper and Shoffner provided several limitations in 

using the work adjustment theory with retirees. They suggested that counselors address the 

impact of the physical, mental, and social changes on the client’s choice of postretirement 

activities (Dawis & Lofquist, 2004). The authors remarked that other models and theories 

have not incorporated these limitations.   

 Kirk and Belovics (2005) recommended Simon’s and Osipow’s developmental theory 

that used vocational scripts as one that could be promising for counselors when working with 

older workers. Vocational scripts were defined as “a vocational identity within one’s work 

history of life events and work pursuits” (Simon & Osipow, 1996, p. 153). This counseling 

technique can be used with older clients to review their past experiences, help them identify 

their personal and professional identities, and aid in exploring possible future career and 

leisure options.  Through the use of vocational scripts, older workers can examine their past, 

current, and future selves as they relate to career development. 

Integration of Theories 

     There are several theories that can be used when working with older adults, many 

of which were covered in this chapter. However, there is not one comprehensive theory that 

addresses older workers’ specific needs, attitudes toward, and willingness to use career  
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counseling. My study aimed to further research these areas in hopes of eventually developing 

theories and practical applications that are relevant and specific for this population, programs 

that meet and exceed the needs of older workers, and resources for counselors as well as their 

older clients as they transition toward retirement. The first step toward filling in this literature 

gap was to ask older workers about their experiences with and willingness to use career 

counseling and technology as they transition into retirement. As many older workers will be 

working into their latter years of life, it is essential to understand their specific needs and 

experiences during the transitional period. Furthermore, it was important to investigate if 

older workers needs may be different based on gender, race, ethnicity, socioeconomic status 

and other variables. By developing a survey addressing specific questions targeting the 

needs, attitudes, and willingness of older adults to use career counseling and technology 

during this transition period, I hoped to shed some light on ways to support this population 

during their traditional retirement years as well as with future career planning. 

     In summary, the theories proposed by Erikson (1963), Atchley (1989), and Super 

(1953) all possessed components that addressed mature adults.  They were similar in that 

these theories, to some degree, focused on the latter stages of development for mature 

workers. Erikson’s theory took a developmental perspective and described the resolution of a 

crisis whereas Super’s shared characteristics of the latter stage of development and life roles 

that could include career development. Atchley focused solely on mature adult development 

and was primarily interested in this latter stage. All the theories briefly mentioned the role of  
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career development within the stages of development; however, none of the theories 

expounded on the role of work for those aged of 50–75 years or elaborated on the impact of 

career decisions throughout this lifespan. Theories involving multicultural career counseling 

were also presented. Clearly, due to the limited research that addresses specific diverse 

populations within the older worker generation, there needs to be more research done to 

investigate multicultural career counseling approaches and older workers 50–75 years of age. 

     There are several themes that emerged from reviewing these theories that may help 

fill in the gaps in the literature. First, we need to understand the needs of this generation of 

mature workers, particularly during the current recession as it poses challenges for many 

mature adults. Second, specific models that address the needs of mature workers need to be 

created to explore factors and components that impact adults approaching retirement. Third, 

assessments and instruments need to be created, tested, and validated targeting mature 

workers that touch upon the areas that are of main concern for this population. Finally, 

appropriate resources and guides should be developed to assist career counselors and others 

working with mature workers. Resources intended for younger workers may not be 

appropriate for this generation; however, the current resources need to be tested.  

     The research I conducted helps fill in the gaps in the current literature on the 

mature adult population. One way in which this was accomplished was by developing a valid 

and reliable survey instrument specific to the population of interest that asked the sample  
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population questions geared toward understanding their current employment and personal 

needs as they approach retirement. To my knowledge, there was not an instrument available 

that addressed these specific research questions on career development and making career 

decisions postretirement for mature adults. I wanted to investigate whether or not mature 

workers would be willing to use career counseling or other services to aid them in making 

decisions about employment or careers in latter stages of development. If mature adults 

would utilize career counseling for postretirement planning, it would be important to 

understand what type of counseling session (individual, group, etc.) would be preferred and 

whether or not technology could be a part of this process. In addition, I was interested in 

exploring the current issues and factors that impact career development for individuals 50–75 

years of age. Through the use of open-ended questions, I hoped to understand the perspective 

of the population of interest.  
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CHAPTER 3: METHODS 

Introduction 

 In this chapter, I have described the participants that made up the sample, the 

instruments, the research design and procedures used including data collection and analysis 

of the pilot study, and the final study.  

Participants: Pilot study 

The participants of the pilot study were individuals 50–75 years of age who were still  

working in some capacity. The targeted sample included mature workers from the Southeast, 

who were located at a technology company, churches, a senior center, professional 

organizations, the Raleigh AARP, universities, and convenient samples through personal and 

professional contacts and organizations. The author attended a meeting of the Raleigh AARP 

and physically distributed the surveys there. In addition, I set up focus group meetings at two 

different sites. Two focus groups were held at the senior center and two focus groups were 

held at the library. I visited both locations and described the research study to the appropriate 

contacts at the center and library. Dates, times, and room locations were reserved and 

confirmed. I created a flyer to advertise the focus group sessions and posted them around the 

town. E-mails were also sent out through e-mail distribution lists, notifying potential 

participants about the research. Participants could either attend the focus group or be sent a 

hard copy version of the survey with a self-addressed, stamped return envelope to the 

participant via US mail. Other methods, such as asking the human resources department at a  
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few local universities to forward it on to their 50- to 75-year-old employees, were also 

explored. One of the human resources departments was not interested at the time as another  

survey was being distributed that had a similar focus. I also planned on attending scheduled 

retirement seminars at the credit union and a local university to provide a 5–10 minute 

overview of the study and solicit participation. However, all the meetings were cancelled or 

rescheduled for later in the year due to lack of participation. Lastly, convenient sampling was 

used through personal and professional contacts. I shared information about the study with 

the contacts and potential participants and discussed the benefits of participation.  

Participants: Final Survey Distribution 

To distribute the final electronic version of the survey, I identified several groups that 

would have a significant mature adult population. One of the groups included current and 

active members in a local chapter of the AARP. They had approximately 250 volunteers 

across the state and I was interested in inviting them to take the survey. It was distributed via 

Survey Monkey®. My contact sent out the invitation letter to the networks and contacts that 

she has in the AARP through e-mail. The invitation and electronic survey link was sent 

directly from the AARP contact to each prospective participant through their e-mail 

distribution list. 

 The second survey distribution group was through local universities and colleges.  

The invitation letter and survey were sent to contacts at the university and distributed by  
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them through e-mail distribution lists to prospective participants working in any position or 

setting.  The contacts were primarily from the division of student affairs or communication 

offices at the universities though the invitation letter and link was distributed through one 

biomechanics department e-mail distribution list through a personal contact at North Carolina 

State University (NCSU). I secured permission through the departmental offices in order to  

send out the electronic survey. I also compiled a list of e-mail addresses of 66 department 

heads at NCSU and sent out a mass e-mail request to those department heads to pass along 

the survey to their staff, colleagues, and others who may have fit the criteria within their 

respective departments. A list of 680 employees who were currently 50–75 years of age was 

provided by the Human Resources department at North Carolina Central University (NCCU). 

I compiled the e-mail addresses using the NCCU directory and e-mailed the invitation letter 

and electronic survey link out to all 680 employees. In addition, I contacted the Director of 

Communications and the Human Resource representative at Peace College to ask about 

distributing the survey at the college campus. The survey was distributed to all employees 

(approximately 220) through a weekly electronic newsletter.  

The majority of the final study participants were from either a university setting or the 

AARP. One of my contacts from NCSU recruited participants through a posting on an e-mail 

distribution list that e-mail distribution list yielded very few, if any, responses to the survey. 

The contact requested permission to send the survey invitation and letter to the e-mail 

distribution list called Biomch-L. The e-mail distribution list had about 5,000 members or  
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subscribers and provided opportunities for discussing issues related to biomechanics, sport 

biomechanics, orthopedic biomechanics, ergonomics, etc.  Its members and subscribers 

consisted of researchers, professors, and graduate students in the field of biomechanics, as 

well as industry people who used biomechanics. The website was http://www.Biomch-L.org. 

However, not all the members were eligible to take the survey due to the limited age range of 

the population of interest.   

I met with the local chapter of the AARP, described the research study, and shared the 

rough draft of the paper pencil version of the survey. Initially, we discussed conducting the 

pilot study and the actual survey through paper and pencil version only (hard copy). 

However, after mailing 300 surveys and noticing the slow rate of response over a 6-week 

period, I revisited the method of survey distribution with the dissertation committee and 

came to the conclusion, for several reasons, that the electronic version would suffice. First, 

the AARP contact offered to send out the electronic survey link to all volunteers; however, 

due to privacy issues the contact was not able to mail a hard copy of the surveys. Second, the 

cost of copies, postage, folders, etc., in the pilot study version added up quickly and an 

alternative method of distribution needed to be explored. Furthermore, many participants had 

requested the survey to be sent via e-mail or another electronic source instead of the paper 

version during the pilot study experience. 
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Instrumentation 

A survey instrument was developed based on theoretical foundations including 

Erikson’s (1950) theory of psychosocial development, Atchley’s (1989) continuity theory, 

and Super’s (1980) life-span, life-space theory.  In reviewing relevant theories, there is not 

one comprehensive theory that addresses older adults.  Therefore, three theories (Erikson, 

Atchley, and Super’s) were reviewed when creating the scale. The assumptions and 

propositions of the theories were considered and tied to the development of the questions 

when developing the scale. An extensive literature review, feedback from a pilot study 

consisting of participants from the same age cohort, a class meeting/consultation with a 

statistics professor and their class, personal experiences with members of the population, and 

a scale development expert were also consulted about the project. The purpose of developing 

the instrument was to create a scale that would provide answers to the research questions that 

were specifically geared toward investigating mature workers’ career needs, perspectives on, 

and/or job prospects postretirement. The instrument's questions addressed mature workers' 

willingness to use career counseling as well as identified their attitudes toward such 

counseling and using technology to make career decisions postretirement. There had not been 

a scale developed that touched upon all areas of these research questions for the population 

of interest that I could locate. 

 The instrument was reviewed by a focus group and pilot study process. In the first 

round, a small group of individuals who were peers and colleagues reviewed the survey  
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questions and gave feedback about the questions, the content, applicability to the research 

questions, and any other valuable feedback that would help in the creation of the first version 

of the survey. For the pilot study, approximately 300 surveys were sent out to a variety of 

different professional organizations, personal and professional contacts, a local senior center, 

library focus groups, employees of local businesses and universities, and the local AARP 

chapter. The pilot study yielded 105 responses over a 6-week period. An exploratory factor 

analysis (EFA) was conducted on the survey responses in order to determine the 

dimensionality and reliability of the survey items. Each survey item was reviewed and 

scrutinized based on item content, variability in participant responses, EFA results, etc. by the 

author along with a statistician to determine whether or not to include in the final electronic 

version of the survey.  

Type of Study: Mixed Methods 

The study employed a mixed methods approach. The following definition of a mixed 

method approach was used: 

Mixed methods research is a research design with philosophical assumptions as well 

as methods of inquiry. As a methodology, it involves philosophical assumptions that 

guide the direction of the collection and analysis of data and the mixture of qualitative 

and quantitative approaches in many phases in the research process. (Creswell & 

Clark, 2007, p. 5)  
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The mixed methods approach was preferred for this type of study to collect both quantitative 

data from the surveys and qualitative descriptive data in order to gain a deeper understanding 

of the research questions from the participants through focus groups and open-ended 

questions on the survey instrument. Creswell and Clark (2007), defined a mixed methods 

approach  as one that “focuses on collecting, analyzing, and mixing both quantitative and 

qualitative data in a single study or series of studies… central premise is that the use of 

quantitative and qualitative approaches in combination provides a better understanding of 

research problems than either approach alone” (p. 5). 

According to Creswell and Clark (2007), there are four variations of the triangulation 

design.  Triangulation is “the most common and well-known approach to mixing methods” 

(p. 62). When conducting triangulation research, the researcher conducts both qualitative and 

quantitative research simultaneously. In this research study, I intended to use the validating 

quantitative data model. With this approach the researcher primarily used the validating 

quantitative data model and also included a few open-ended qualitative questions. Typically, 

the data is collected at the same time within one survey instrument.  This survey mostly 

consisted of multiple choice and inventory types of questions. In addition, I included six 

open-ended questions. Two of the six questions were analyzed, since the questions directly 

related to the research questions (Questions 54 and 56). 
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For the qualitative analysis, “reliability has limited meaning, but it is popular in 

qualitative research when there is interest in comparing coding among several coders” 

(Creswell & Clark, 2007, p. 135). In the current study, I used two coders for the pilot study 

analysis of the qualitative data (myself and a second coder). In the final study, three coders 

(myself, and two other coders; one familiar with this particular research and an outside coder 

who was not). The coders were able to develop interceder agreement, which is defined as 

“the basic procedure that involves several individuals coding a transcript and then comparing 

their work to determine whether they arrived at the same codes and themes or different ones” 

(p. 135). The inter-rater reliability, codes, and specific themes have been covered in the 

results section. 

The use of content analysis was employed for the study. Stemler (2001) stated that 

“content analysis has been defined as a systematic, replicable technique for compressing 

many words of text into few content categories based on explicit rules (Berelson, 1952; 

GAO, 1996; Krippendorff, 1980; Weber, 1990)” (p. 1). The participants' responses to the 

open-ended questions were reviewed and analyzed. The second coder and I identified 

emergent themes, defined the themes, and then coded the responses using these final 

emergent themes. Inter-rater reliability was calculated between the two coders. A third coder 

was used as an additional means to check the codes and increase inter-rater reliability for the 

final study.  
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First Pilot Study/Focus Group: Instrument and Question Development 

 According to Heppner (2008), there are three suggestions for generating quality items 

when creating a scale:  “(1) basing the items on a solid literature review and conceptual 

models or theories, (2) using qualitative methods such as focus groups and interviews with 

relevant groups of people to identify prototypical dimensions or indicators of the construct, 

and (3) writing conceptually and linguistically clear items” (p. 502). In creating the scale for 

this study, an extensive literature review was completed in order to generate potential items 

for the survey. The theories that were studied included Erikson’s (1950) theory of 

psychosocial development, Atchley’s (1989) continuity theory, and Super’s (1980) life-span, 

life-space theory. The next step consisted of identifying members of the population who 

would participate in a focus group. The focus group consisted of 7 people that I knew either 

personally or professionally who were in the age cohort of 50–75 years. It consisted of 2 

males and 5 females, who reviewed and critiqued each question. After the review was 

complete, I discussed the changes with the focus group participants and asked follow-up 

questions as needed for additional information and/or clarification. There were several 

changes made to the wording and questions were added to the survey. The original 

questionnaire for the pilot study consisted of 14 demographic questions and 40 survey 

questions based on the research questions cited in Chapter 1. The final version of the survey 

consisted of 12 demographic questions and 59 survey questions, of which 53 were multiple  
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choice or Likert scale questions, additional background questions tapped technology usage 

and proficiency, and 6 were write-in questions. 

 After compiling all the suggestions and feedback from the focus group, I also sought 

consultation from a practicing professor and a retired NCSU professor who taught a statistics 

consultation class together. I attended the class of approximately 14 master’s level statistics 

students who, along with both professors, provided valuable insight after reviewing the 

questions. One student suggested that I provide, in the beginning of the survey, the general 

definition of career counseling and all potentially unfamiliar terms that the participant may 

not have understood.    

After receiving all the feedback from the focus groups, classroom setting, and the 

scale development expert, a revised survey was created. The survey was then redistributed to 

focus group and approximately 300 surveys were sent out to participants of the pilot study. 

During this time, the focus group participants were asked to take the survey and answer the 

questions, rather than simply provide feedback and suggestions about them.  

Adult (50–75 years of age) Career Development Survey 

Given the current economic situation and unemployment rates in 2009, survey 

development and research in this area, especially for this population, is relevant and timely. 

The survey instrument that I created is called Adults (50–75 years of age) Career  

 



63 
 

Development Survey (ACDS). During the extensive literature review, I was unable to locate a 

survey instrument for the population of interest that focused on career development issues.  

The survey has been created based on several components. First, I reviewed the literature for 

mature adults and developed questions based on that review. Second, I reviewed several 

applicable theories, including Erikson’s (1950) psychosocial development theory, Super’s 

(1980) life-span, life-space theory, and Atchley’s (1989) continuity theory. Third, I devised 

questions based on my experiences with the population of interest that explored their 

thoughts about career decision, job searching, familiarity with technology, and other related 

issues to understand their attitudes toward, willingness to, and comfort level using career 

counseling and technology. A focus group of seven representatives from the population of 

interest (ages 50–75) was used to add and delete questions to the survey. Lastly, an expert in 

scale and instrument development was used as a consultant to review the questions and make 

any necessary changes prior to sending out the pilot study and final versions of the survey 

instrument. Some survey questions included demographic questions on race, ethnicity, age, 

annual salary range, and health status. There were also other questions asked using a Likert 

scale of (5) Strongly Agree, (4) Somewhat Agree, (3) Indifferent, (2) Somewhat Disagree, 

and (1) Strongly Disagree. For example, “I would prefer the same line of work that I am 

currently in” and “If I had an issue that I was struggling with, I would seek advice from a 

career counselor.”  To garner the participants’ interest in career counseling, the following 

question was asked, “I have seen a career counselor for career advice.” One example of the  
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open-ended questions was “At the current stage of your career looking forward, what does 

“career development” mean to you?  The ACDS scale included the following sections: 

demographic questions, questions in the form of the Likert scale that addressed the research 

focus on willingness to use and attitudes toward career counseling and technology, and 

several open-ended questions to gather more descriptive data about the participants.  

The reliability and validity of the ACDS was examined by conducting the pilot study 

in advance of distributing the final version of the survey to participants. Content validity was 

determined by having the focus group review the questions to ensure the questions were 

appropriate, understandable, and made sense.  Construct validity was defined as “whether the 

scale measures what it purports to measure” (Heppner, 2008, p. 503). Construct validity was 

enhanced by asking the experts to provide feedback about each of the items and was 

examined by factor analysis.  

The population of interest was challenging to find in any one location. Therefore, 

convenience sampling was used to identify additional participants from this age cohort. I 

asked personal and professional contacts to forward the survey information along to others 

who may have been interested in participating in the research or asked that they had the 

potential participants contact me directly for more information. The generalizability of the 

results may have been limited; however, I attempted to obtain the sample from multiple 

venues in order to have a better representation from the general population.  
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Procedure  

Data Collection: Pilot Study 

There were several locations that the author used to find potential participants who 

were mature workers that best represented the general population. A technology firm in the 

Southeast region of the country was one of the primary locations in which participants were 

given a hard copy version at a physical location. After contacting the human resource 

department, the contact suggested posting a flyer on the message boards that were physically 

in the building’s break rooms to provide the opportunity to participate in the research study.  

Individuals who were interested e-mailed me and provided their mailing address in order for 

the survey to be distributed directly to them through the US mail. Through the personal 

contact at the company, I was also able to post a message to potential participants on the 

company's electronic bulletin board. I also contacted several local churches in the 

Raleigh/Durham area and the local chapter of the AARP. The local churches did not produce 

much success in finding participants. The AARP permitted me to attend a local chapter 

meeting and distribute the pilot study survey. There were approximately 25 AARP members 

in attendance. In addition, I attempted to attend local retirement seminars at a credit union 

located in Raleigh/Durham to distribute the survey at these events several times. Due to lack 

of interest, the local seminars were cancelled.  

For the pilot study, each participant at the various locations was given a letter inviting 

him or her to complete the ACDS survey, a consent form, and directions for completing the  
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survey. A packet was sent to individuals who had given me their preferred mailing address 

for where to send the survey information. The packet included the survey, consent form, 

directions for completing the survey, and a self-addressed, prestamped envelope for them to 

return the survey once completed. The surveys were available to participants in a hard copy, 

paper format for the pilot study. Sample letters and the ACDS survey are available in the 

Appendices A, B, and C. 

 The hard copy surveys were distributed to the technology company, other local 

employers, local churches, local universities, a local senior center, a local library, the local 

AARP chapter, and to members of the convenient sample that consisted of personal and 

professional contacts. I also asked people I knew if they knew of anyone who fit the criteria 

and might have been interested in completing the survey. 

 I obtained 136 returned surveys after a 2-month period.  However, I only reviewed 

105 of these during the initial pilot study phase as 31 surveys arrived after the initial data 

analysis.  The 105 surveys were reviewed and an exploratory factor analysis for the first 

round of survey distribution was conducted.  After reviewing all the returned surveys and 

manually entering in the data from the 105 participants, it was found that there were only 58 

participants who had completely and thoroughly answered all questions without missing data. 

As learned from the pilot study, obtaining survey responses was difficult via the hard copy 

method. For the second round of survey distribution, it was decided that, due to the time it  
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took to collect the hard copy version of the surveys and the expense in money and time to 

distribute the surveys, a new approach was needed  that included an electronic version of the 

survey.  

Data Collection: Final Study 

The second round of survey distribution was done electronically through the use of 

Survey Monkey® and was conducted in order to perform the exploratory and confirmatory 

factor analysis. The survey was distributed through several means. Contacts were made at the 

local AARP office, local universities (NCCU, Duke University, Peace College, and NCSU), 

and I directly asked colleagues at several other universities to participate in the study, if they 

met the criteria (Wake Forest University, Elon University, Salem College, Wake Technical 

Community College, Durham Technical Community College, and the University of North 

Carolina at Chapel Hill). The invitation and survey link was either forwarded directly to the 

contacts to send out to the potential participants or e-mailed directly to the participants when 

I was given access to their e-mail addresses.  

  A brief description about the universities that were used as part of the sample is now 

provided and, when available, the approximate number of participants who were sent the 

survey through electronic means is given.  
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North Carolina Central University is a historically Black university with an 

enrollment of 8,231 students. A colleague of mine at NCCU spoke to the vice chancellor  

about my research study and he gave permission to send out the electronic survey to 

approximately 680 prospective participants who were currently employees of the university 

and met the 50 to 75 years-of-age requirement. The human resources department sent me the 

list of their names and e-mail addresses that were compiled in the university directory.         

E-mail invitations to participate in the research study were sent directly to the employees of 

NCCU along with the link to the ACDS survey.  

 North Carolina State University is the largest 4-year institution in North Carolina. It is 

a public research institution located in Raleigh. As of fall 2008, NCSU’s enrollment was 

32,872 students located on and off campus. Two main contacts were established at NCSU. 

The first one, through the Division of Student Affairs, identified 133 participants who met the 

criteria of 50–75 years of age within the department.  The survey was sent by the contact to 

those prospective participants, inviting them to participate in the research study. Secondly, I 

compiled a list of 66 department heads and invited them to participate in the research study 

as well as to pass along the invitation letter and survey instrument to their colleagues, staff, 

and others in their departments who may have been interested. In addition, I individually 

invited potential participants through my professional and personal contacts at NCSU 

through convenience sampling.  
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Duke University is a private liberal arts school located in Durham, North Carolina. 

Duke has a total enrollment of 13,457 undergraduate and graduate students. In total, Duke 

employs 31,439 people. The entire Division of Student Affairs, consisting of approximately 

300 employees, was e-mailed the invitation letter and survey link. It could not be determined 

how many members of the e-mail distribution list met the criteria of 50–75 years of age. 

Also, through convenient sampling I used connections that I had made over the years and 

sent the invitation along to past colleagues and others at the university who may have been 

interested in taking the survey. 

Peace College is an independent women’s college located in Raleigh. The school 

enrolls approximately 700 women each year. I initially contacted their director of 

communications and he connected me to the human resource contact. They provided two 

methods to distribute the survey. First, they included the survey invitation and link in their 

weekly newsletter that contained announcements for approximately 220 employees at Peace 

College. Second, the human resource contact said sent out the invitation and survey link by 

e-mail to individuals that she knew at the university who fit the criteria. 

Lastly, a biomechanical e-mail distribution list was used to send out the invitation and 

survey link. A colleague at NCSU sent it to the e-mail distribution list of which he or she was 

a member. The e-mail distribution list consisted of approximately 5,000 subscribed members,  
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many of whom worked in a university setting as faculty or staff. However, there is no way to 

determine how many of the 5,000 subscribers met the 50 to 75-years-old age criteria. 

I also attempted to make contacts at Fayetteville State University and other 

universities in North Carolina, but was unable to administer the survey at these other 

institutions. 

Data Analysis: Pilot Study 

 First, an exploratory factor analysis using a pilot study consisting of 105 surveys was 

conducted. Traditional exploratory factor analytic techniques require all respondents to have 

complete data (i.e., responses on all items). After taking into consideration missing 

responses, such as items left blank and those with the “do not know” option endorsed, the 

number of completed pilot surveys was 58. A revised survey was created based on the results 

of the factor analysis of the pilot study sample responses. 

The statistical software SPSS was used to analyze the data when performing the 

exploratory factor analysis. Factor solutions for 5 through 11 factors were investigated.  To 

determine the most appropriate number of factors to extract, I used multiple criteria 

recommended by previous research (see Tabachnick & Fidell, 2001). There were four criteria 

used to evaluate the appropriate factor models. First, an analysis of the scree plot was 

conducted to determine the point at which extracting additional factors produced 

substantially reduced gains (in observed variance accounted for) relative to previously  
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extracted factors. Second, only factors with initial eigenvalues greater than or equal to 1.00 

were extracted. Third, the interpretability of items composing each factor was scrutinized to 

ensure a coherent content domain was being measured. Lastly, “simple structure” was 

examined through the pattern matrix (e.g. loadings of .4-.9 values on a single factor) 

Using these criteria, the pilot study data suggested stronger evidence toward 9  

factors. As shown in the figure below, there is a clear decline in eigenvalues beginning with 

the tenth factor. However, the tenth and eleventh factors had eigenvalues at or above 1.00, 

suggesting that their inclusion may be warranted. Next, the interpretability of each factor was 

examined by content domain of its corresponding items. The content domains of the clearly 

interpretable factors resulting from this analysis were as follows: (1) post retirement work 

preferences (specifically preference to change career postretirement), (2) willingness to pay 

for career counseling services, (3) confidence in one’s own post-retirement career planning, 

(4) attitudes toward working post-retirement, (5) willingness to seek out career counseling 

services, (6) preferences to use technology for career counseling, (7) perceived barriers to 

post-retirement employment, and (8) social networking perceptions (specifically the extent of 

one’s own social network). Of these factors, five consisted of three or more items. Reverse-

scored items were recoded and Cronbach’s alpha internal consistency reliabilities were 

calculated for these five factors (see Table 1) to determine how reliably each set of items 

measured their underlying factor. The additional factors extracted by the factor analysis either 

included less than three items or were not clearly interpretable. These items were revised to  
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form more coherent factors composed of at least three items: perceived barriers to post-

retirement employment, preferences to use technology in career counseling, and social 

networking perceptions. To achieve this, the author and statistician went back and reviewed, 

reworded, and deleted items, as needed. 

 

 

             Figure 1:  Scree plot for Pilot Study 
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                    Table 1. Reliability of Pilot Study 

Factors Number of 
items 

Alpha 

Postretirement work preferences 3 0.88 
Willingness to pay for career 
counseling services 

4 
 

0.86 

Confidence in postretirement career 
planning 

4 0.75 

Attitudes toward working 
postretirement 

4 0.74 

Willingness to use technology for 
career counseling 

4 0.80 

Perceived barriers to postretirement  1 item loaded, 
& added 4 

items based on 
results of pilot 

 

Employment preferences to use 
technology in career counseling 

Added 4 new 
questions to 
final study 

based on pilot 
study results 

 

Social networking perceptions 2 items loaded 
and 6 questions 
were reworded 

 

                     

Following the pilot study, the “do not know option” was removed from the final scale. 

This response option was informative to include on the pilot study in that it allowed the 

author and statistician to see which items were confusing and in need of revision or deletion. 

We reviewed all the questions where many participants selected the “do not know” response 

and reworded, deleted, or re-wrote the items in such a way that the “do not know” option was  
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not appropriate.  For example, the pilot study item, “My family would be supportive of me 

attending a meeting with a career counselor” was dropped due to the significant number of 

“do not know” responses to this question. In reviewing the question, the majority of 

responses indicated agreement to the question and rewording would only create more 

confusion in the long run. Finding out whether or not the family is supportive of visiting a 

career counselor does not add additional value to answering the research question and 

respondents may not necessarily know this information.  

For certain items, changes to the response options were made to provide more useful 

information. For instance, when asking respondents to indicate which services they would be 

most interested in receiving from a career counselor, the original agreement subscale was 

changed to an extent of interest subscale. (i.e., not at all interested, somewhat interested, 

interested, and very interested).  

Another minor change that was made to the final version, after the analysis of the 

pilot study, involved a change in wording of the directions to encourage the participant to 

consider their broad reactions when responding to each item. Specifically, the directions 

asked participants, “What is your broad reaction to the following statements.” Additional 

questions involving the participant’s social support system and networking opportunities 

were added to the final survey as well. By adding these questions, the survey could tap into 

whether or not the participant has a small or vast social network through which employment  
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opportunities could be made available to them if needed. Also, the pilot study included an 

item asking respondents to rank order the following activities with regard to their anticipated 

time spent during retirement on these activities: working full time, working part-time, 

volunteering, caring for others (grandkids, parents, etc.), traveling, and other. In moving to 

the electronic version of the survey, it was decided that rank ordering the items may be too 

confusing and the main purpose of this question is to identify the primary activity that the 

participant anticipated performing during retirement. Therefore, the item was revised to ask 

respondents which of these activities (or another activity they had the option to write in) is 

anticipated to consume the majority of their time postretirement.  

Finally, one of the changes that were made from the pilot study to the final version 

includes the change from paper-and-pencil survey to an electronic version of the survey. 

There were several reasons for this change. First, the AARP agreed to distribute the 

electronic copy to their members, but could not distribute the survey in a hard copy format. 

Second, due to the cost and expense (time and financial) in distributing the survey hard copy 

was becoming overwhelming for the researcher. Third, participants were asking the 

researcher to complete the survey electronically instead of sending a hard copy version to 

their home or work location. Fourth, using the electronic version made available on a 

commercially available survey tool (Survey Monkey®) should reduce the likelihood of 

missing data issues (due to respondents skipping items) and data entry errors (on the part of  
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the researcher) compared to manually inputting the responses from a hard copy survey.  

Data Analysis: Final Study 

Research Question 1: What is the validity and reliability of the Adult (50–75 years of 

age) Career Development Survey (ACDS)? A combination of exploratory and confirmatory 

factor analysis, Cronbach’s Alpha, and an examination of correlation between survey 

scalessubscales was used to answer this question. A confirmatory factor analysis was 

conducted to review the items on the survey to supplement the exploratory factor analysis in 

establishing the construct validity of each subscale. Confirmatory factor analysis is used 

when the researcher “wants to assess the extent to which the hypothesized organization (i.e., 

the researcher already knows the underlying structure or dimensions of the construct) of a set 

of identified factors fits the data” (Pett, Lackey, & Sullivan, 2003, p. 3). The results of three 

different factor solutions were compared (e.g. 5, 9, and 10 factors). 

 Research Question 2: What are the levels of mature adults’ attitudes and perceptions 

regarding career development issues and career counseling? This research question was 

measured by the scores on the Adult (50–75 years of age) Career Development Survey. 

Based on the literature and the author’s experience, several main themes will be attempted to 

be confirmed. The author is interested in investigating whether or not the participants will use 

the following forms of career counseling; individual, group, or technology. The themes are 

attitudes toward individual and group career counseling and technology, willingness to use  
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individual and group career counseling and technology, and experiences with using 

individual and group career counseling and technology. Therefore, individual career 

counseling, group career counseling, and use of technology in career counseling will be 

explored. 

Research Question 3:  What are the issues (or factors) of career development of the 

mature adults? This question will be answered by open-ended questions in the Adult (50–75 

years of age) Career Development Survey through a qualitative analysis. There were six 

open-ended questions on the pilot study for participants to answer. Two of the six questions 

were directly related to the research questions. The first question (item 54) is “At the current 

stage of your career looking forward, what does “career development” mean to you?”  The 

second question (item 56) is “What challenges do you currently face (or expect to face) in 

achieving your future career development goals?”  

The third research question required qualitative analysis. This question was answered by 

open-ended questions in the Adult (50–75 years of age) Career Development Survey. In 

analyzing the data, the following procedures were used as a guide to analyze the qualitative 

data and content analysis (Creswell & Clark, 2007; Stemler, 2001). The first step was to 

develop emerging themes and codes by reviewing the data from the overall responses to the 

questions. Two coders simultaneously performed this step. For the second step, the second 

coder and I went through the responses again, this time taking notes of all the themes along  
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with their meanings that created the emergent coding system.  I moved on to the third step, 

which was providing an explanation or definition of what each code represented. The second 

coder conducted the same review. After we finished the third step, we discussed and 

compared the themes and codes. During the discussion, we established the final themes and 

explicitly defined each one for the final round of coding. For the fourth step, we separately 

coded each participant response. At this point, it was decided that our coding system would 

code each full statement as a unit because the statements were relatively short in nature. 

When there were multiple themes that could apply to the response, we applied all the themes 

that fit and then assigned a primary theme based on the participant's first words in the 

statement. It was necessary to assign a primary theme in order to report the frequency in an 

accurate manner. The emergent themes for Question 54 are in Table 2 and those for Question 

56 are in Table 3.  Finally, the actual scoring process began and the second coder and I met to 

compare codes, discuss any discrepancies with the codes, and calculate inter-rater reliability. 

The inter-rater reliability was high (94%) and 257 of 272 of the total statements (includes 

questions 54 and 56 responses) were consistent. The emergent themes with frequency of the 

particular theme, definitions of the themes, and statements from the participants representing 

the themes are listed in Tables 2 and 3. 
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     Table 2. Themes from Write-In Question 54 

Emergent theme Definitions Statements representing 
each theme 

Advance and improve 
skills (37) 

Improving skills through 
additional training, certifications, 
continuing education, and 
keeping up with technology. 

“getting the skills and tools 
for a new career” 

Career change (15) 
Changing careers to something 
different than what they are 
currently doing in their job. 

“training for a completely 
new career” 

Life satisfaction (15) 

Giving back to others through 
volunteering, participating in 
leisure activities or hobbies, and 
finding meaning in life through 
interacting with others and 
defining what is important to 
them. 

“opportunities for personal 
growth and meaning” 

 Keeping busy: 
maintaining and keep on 
chugging along until 
retirement (14) 

Continuing to “do” and be 
involved in something that keeps 
the individual active and/or is 
intellectually stimulating. 

“being the best that I can be 
in my current position” 

Financial 
need/obligations (7) 

Need for benefits, insurance, 
monetary needs, 401K, stocks, 
etc. 

 
“having stable 
employment” 

 Slow down (7) 

Decision to go from full-time to 
part-time work, fully retiring at 
some point, working less, and 
less stress in life. 

“winding down after 
working full time.” 

 Reaching goals, 
including career 
advancement (7) 

Increased income before 
officially retiring, which could 
include an advanced position 
title, salary/income level, band 
level to reach financial goals. 

“career development 
implies to me a ’working 

progress‘- the steps 
necessary to reach your 

career goals” 
Looking forward to and 
planning for retirement 
(7) 

Future planning and excited 
about the prospects of retirement “planning for the future” 

None (19) 

The individual was unable to 
answer this question, may never 
have thought about the question 
or did not have a definition for 
career development. 

 
“none” 

Note:  Numbers in parenthesis connote frequency of occurrence. Inter-rater reliability was 94% (128 out of 
136 statements). 
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     Table 3. Themes from Write-In Question 56 

Emergent Themes Definitions Statements representing each 
theme 

Work/life balance (18) 
issues  

Finding balance between 
family and work obligations 
(i.e., outside hobbies, taking 
care of others, etc.) and lack 
of time and/or energy. 

“balancing travel, care of 
parents, and working part time” 

Down economy (18) 

Uncertainty with the 
economy, lack of 
opportunities, less open 
positions, lack of movement 
educational travel budget cuts 

“just waiting...financially I 
don’t feel its beneficial to take a 

pay cut to pursue a different 
career, especially given the 

market” 

Funds/Money (16) 
Lack of money to improve 
skills, obtaining additional 
education, and other training 

“401K value and lack of 
insurance” 

Skills and Education 
(14) 
 
 
(6) technology 
Total: 20 

Individuals do not have 
enough skills or educational 
background to continue 
working or change careers 
  
TECHNOLOGY concerns: 
Keeping up with the latest 
technology changes and not 
being left behind 

“lack of all the educational 
credentials needed” 

 
“keeping up with technology” 

 Health concerns (7) 
Physical limitation in 
maintaining or continuing 
work 

“have seen health issues impact 
my parents and in-laws in their 
retirement years. As a result, I 

am trying to pay more attention 
to my physical health concerns” 

Discrimination (7) Age, race, gender, and other 
forms of discrimination 

“discrimination-age, gender and 
race” 

Career planning 
knowledge (5) 

Lack of resources, difficulty 
finding jobs, and not sure 
how to start the job search 
process, networking, etc.  

“timing and connections, how 
to frame my experience as a 
generalist to teach at college 

level” 

Fear (5) 
Fear of job being eliminated, 
the unknown, and future 
uncertainty 

“In the past at my current job they 
were understaffed. It’s a fear/concern 

they may do that again (don’t know if I 
can continue to work with that kind of 

pressure.” 
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Table 3 Continued   

Overqualified (1) 
Lack of positions available at 
the desired level at current or 
other companies.  

“being overqualified” 

None (32) 
Individual has no concerns or 
did not respond to the 
question 

“none” 

       Note:  Numbers in parenthesis connote frequency of occurrence. Inter-rater reliability was 95% 
(129 out of 136 surveys).  

  

Following the pilot study, there were no changes made to the initial questions for the 

final version of the survey. The same questions were used in the final, revised version.  

The process used in the pilot study was the same process used for the second and final 

round of survey analysis of the electronic version of the survey. The data was analyzed using 

SPSS. To answer Research Question 1, the reliability and validity of the instrument was 

reviewed from the output of the SPSS results. An exploratory and confirmation factor 

analysis was conducted along with an analysis of the total scores that addressed Research 

Question 2.  The reliability and the Cronbach’s alpha are reported in Chapter 4 along with 

histograms, scree plots, and other tables that indicate the findings for the study. To address 

the third research question, a presentation of the themes, codes, definitions of themes, and 

examples of participant responses are presented in Chapter 4 as are the final results of the 

survey. 
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CHAPTER 4: RESULTS 

 The purpose of this chapter is to highlight the results of the study and answer the 

research questions. A description of the sample and a preliminary analysis are presented. 

Since the study is a mixed methods study, the author will present the quantitative results 

followed by the qualitative finds. 

Background Characteristics of the Sample 

 The final sample consisted of 222 currently working (not retired) individuals who 

were 50–75 years of age and worked at a university in any position and/or were a member of 

the AARP.  Approximately 66% were females and 34% were males in the final sample. The 

breakdown of participants based on ethnicity was 12.6% African American, 1.4% American 

Indian/Native American, 1.8% Asian American, 80% Caucasian, 1.4% 

Chicana/Hispanic/Latina, and 2.7% multicultural. The age range for the sample was 48–71 

years of age. The reported mean age was 57.  One respondent was 48 years of age. Gender, 

ethnicity, and age in years are shown in Table 4. 

The most common individual income bracket was $40,000–59,999, followed by 

$60,000–79,999 (see Table 5). Approximately 45% of the sample made between $40,000–

80,000. The most frequent household income was reported as $80,000–99,999 (see Table 6). 

Approximately 61% of the sample made between $60,000–160,000.  
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Seventy-three percent of the participants were currently in a marriage or partnership. 

The number that were not currently financially supporting dependents or others was 

35%.Whereas, 65% did report that they were financially supporting others, including their 

spouse. A doctoral degree was the highest level of education obtained by 39% of the sample 

and 88% of the participants had a bachelor's or higher degree.  Marital status, financial 

support provided to others, and highest level of education are shown in Tables 7 and 8.  

The majority of the sample indicated that they held only one primary position, while 

18% reported having more than one job (see Table 9). The vast majority of the sample 

indicated that the industry of their primary employer was education and training (78%) as 

shown in Table 10 and their primary position or job family was within an educational, 

training, and library category (50%) as shown in Table 11. 

The sample reported 40–49 hours of work per week in their primary position (64%) 

(see Table 12). The majority of the group did not have health concerns (see Table 12). The 

percentage of participants that had worked 10 or more years with their current employer was 

60% and 53% had worked in their current position for 10 or more years (see Table 9). There 

were no acute health concerns for 75% of the sample, whereas 25% had little to strong 

concerns (see Table 12). The sample participants reported that there were no chronic health 

concerns for 54% of them and 46% had little to strong concern. The group as a whole uses 

computers regularly (75–80%) and indicated that they have a lot of experience using 

computers, the internet, and email.  



84 
 

The survey instrument, the Adult (50–75 year old) Career Development Survey, along 

with an invitation letter to complete the survey, was sent to several universities, the AARP, a 

biomechanical e-mail distribution list, and personal and professional contacts who currently 

work at university settings. The vast majority of the sample came from the universities and 

the AARP. The universities were primarily located in the Southeast and included the 

following institutions: North Carolina State University's (NCSU) Division of Student Affairs 

(133 participants) and 66 department heads at NCSU, North Carolina Central University 

(NCCU) (680 employees), Peace College (220), Duke University's Division of Student 

Affairs (approximately 200 participants), and Durham Technical Institute (22 participants). 

There were 275 survey responses that were administered via the Survey Monkey® tool. The 

estimated response rate was roughly 18%, which does not include the biomedical e-mail 

distribution list.  However, it was difficult to determine the actual response rate due to not 

knowing how many people who received them met the age criteria of 50–75 years old on 

some e-mail distribution lists. I eliminated any partially completed surveys, which took the 

total number down to 235 completed surveys. Then, anyone who was not currently working 

or reported that they were retired was removed from the study, which left a final sample size 

of 222 participants.  

 The final sample consisted of 222 participants who were 50–75 years of age and who 

were also currently working. Table 4 provides age-related background characteristics of the  
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sample. There was one participant who reported that she was 48 years of age. Since the 

participant was close to the minimum required age, fully completed the survey, and given the 

exploratory nature of the study, it was decided to keep her responses as part of the final 

sample. The data will be discussed in the same order as the questions appear on the survey 

(see Appendix P to compare with the survey). 

 

Table 4.  Background Characteristics of Sample: Gender, Ethnicity, & Age (N = 222) 

 

   Note. Bolding indicates largest group. 

 

 

Variable 
Frequency % 

Gender   
 Female 146 65.8 
 Male 76 34.2 
   
Ethnicity   
 African American 28 12.6 
 American Indian/Native American 3 1.4 
 Asian American 4 1.8 
Caucasian/European American (non-  
Hispanic) 

178 80.2 

 Chicana/Hispanic/Latina 3 1.4 
Multicultural 6 2.7 
   
Age in years (Mean = 57)   
48–54 78 35.2 
55–60 88 39.6 
61–64 42 19 
65–71 12 5.6 
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Table 5. Background Characteristics of Sample: Individual Annual 
 Income (N = 222) 

 
 

   Note: Bolding indicates largest group. 

 

 

 

 

 

Variable Frequency % 

Individual Annual Income   

Below 20,000 3 1.4 

20,000–39,999 33 15.1 

40,000–59,999 52 23.7 

60,000–79,999 47 21.5 

80,000–99,999 33 15.1 

100,000–119,999 14 6.4 

120,000–139,999 15 6.8 

140,000–159,999 7 3.2 

160,000–179,999 6 2.7 

180,000–199,999 6 2.7 

200,000 and above 3 1.4 
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Table 6. Background Characteristics of Sample: Household Annual 
 Income (N = 222) 
 

 

 

 

 

 

 

 

 

 

 
   Note: Bolding indicates largest group. 

 

 

 

 

 

 
 

Variable Frequency % 

Current Household Annual Income   

Below 20,000 2 0.9 

20,000–39,999 8 3.7 

40,000–59,999 26 12.1 

60,000–79,999 26 12.1 

80,000–99,999 33 15.3 

100,000–119,999 29 13.5 

120,000–139,999 24 11.2 

140,000–159,999 18 8.4 

160,000–179,999 8 3.7 

180,000–199,999 12 5.6 

200,000 and above 29 13.5 
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  Table 7. Background Characteristics of Sample: Marital Status, &  
  Financial Support of Family (N = 222) 
 
Variable 

 
Frequency 

 
% 

Marital Status   

 Single (no previous marriage/partnership) 13 5.9 

Single (divorced) 40 18 

Widowed 7 3.2 

Married/Partner 162 73 

Family who are financially supported by 
you   

None 78 35.1 

Spouse 77 34.7 

Children 85 38.3 

Mother 7 3.2 

Mother-in-law 5 2.3 

Grandchildren 4 1.8 

Note:  Bolding indicates largest group. 
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Table 8. Background Characteristics of the Sample:  Highest Level of Education (N = 
222) 

 
Variable Frequency % 

Highest Level of Education   

  HS Diploma or GED 2 0.9 

  Some college 13 5.9 

  Associate's degree 4 1.8 

  Bachelor's degree 40 18 

  Master's degree 68 30.6 

  Doctorate degree 86 38.7 

Note:  Bolding indicates largest group. 
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Table 9. Background Characteristics of Sample: Number of Jobs Held  by Participants, 
Length of Employment with Current Primary Employer, & Length of Employment in 
Current Position/Job  (N = 222) 

 
Variable Frequency % 
Number of jobs   

More than 1 job 39 17.6 

   

Length of employment with current primary 
employer   

Less than 1 year 6 2.7 

1–3 years 29 13.1 

4–6 years 32 14.4 

7–9 years 22 9.9 

10 or more years 133 59.9 

   

Length of employment in primary position/job   

Less than 1 year 6 2.7 

1–3 years 36 16.2 

4–6 years 36 16.2 

7–9 years 27 12.2 

10 or more years 117 52.7 

Note:  Bolding indicates largest group. 
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Table 10.  Background Characteristics of the Sample: Industry of Participants' Primary 
Employer (N = 222) 

Which best describes the industry of your 
primary employer? Frequency % 

Education and Training 172 77.5% 
Health Sciences 15 6.8% 
Government and Public Administration 8 3.6% 
Other (please specify) 8 3.6% 
Business, Management, and Administration 5 2.3% 
Human Services 5 2.3% 
Science, Technology, Engineering, and Math 3 1.4% 
Agriculture, Food, and Natural Resources 2 0.9% 
Arts, Audio and Video Technician and 
Communications 2 0.9% 

Law, Public Safety, and Corrections & Security 2 0.9% 
Architecture and Construction 0 0.0% 
Finance 0 0.0% 
Hospitality and Tourism 0 0.0% 
Information Technology 0 0.0% 
Manufacturing 0 0.0% 
Marketing, Sales, and Service 0 0.0% 
Transportation, Distribution, and Logistics 0 0.0% 

    Note: The categories are from O*NET (online Dictionary of Occupational Titles). 
Bolding indicates largest group. 
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Table 11. Background Characteristics of the Sample: Participants' Primary Position/Job 
Family (N = 222) 

Which best describes your primary position/job 
family? Frequency % 
Education, Training, and Library 111 50.0% 
Office and Administrative Support 25 11.3% 
Other (please specify) 20 9.0% 
Health Care Practitioners and Technical 13 5.9% 
Management 10 4.5% 
Business and Financial Operations 9 4.1% 
Computer and Mathematical 7 3.2% 
Community and Social Services 6 2.7% 
Life, Physical, and Social Science 5 2.3% 
Arts, Design, Entertainment, Sports, and Media 4 1.8% 
Health Care Support 4 1.8% 
Legal 2 0.9% 
Sales and Related 2 0.9% 
Architecture and Engineering 1 0.5% 
Building, Grounds Cleaning, and Maintenance 1 0.5% 
Military Specific 1 0.5% 
Personal Care and Services 1 0.5% 
Construction and Extraction 0 0.0% 
Farming, Fishing, and Forestry 0 0.0% 
Food Preparation and Serving Related 0 0.0% 
Installation, Maintenance, and Repair 0 0.0% 
Production 0 0.0% 
Protective Services 0 0.0% 
Transportation and Material Moving 0 0.0% 

 Note: The categories are from O*NET (online Dictionary of Occupational Titles). Bolding 
indicates largest group. 
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Table 12. Background Characteristics of Sample: Number of Hours per Week at Primary 
Place of Employment & Acute and Chronic Health Concerns (N =222) 

 
 

Variable 
 

Frequency 
 

% 
Number of hours worked per week in primary 

l  
  

0–9 hours 2 0.9 

10–19 hours 4 1.8 

20–29 hours 7 3.2 

30–39 hours 22 9.9 

40–49 hours 142 64 

50–59 hours 30 13.5 

60 plus 15 6.8 

   

Acute Health Concerns   

No concern 166 74.8 

Little concern 34 15.3 

Moderate concern 17 7.7 

Strong concern 5 2.3 

   

Chronic Health Concerns   

No concern 120 54.1 

Little concern 54 24.3 

Moderate concern 38 17.1 

Strong concern 10 4.5 

Note. Bolding indicates largest group. 
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Primary Analysis 

 Research Question 1: What are the validities and reliabilities of the Adult (50–75 

years of age) Career Development Survey (ACDS)? Exploratory and confirmatory 

factor analysis and Cronbach’s alpha were used to answer this question. 

Exploratory Factor Analysis 

 In order to answer the first research question, an exploratory factor analysis (EFA) 

was completed on data consisting of 222 complete survey responses. An EFA is useful in 

examining the validity of the instrument as it allows us to determine the underlying factor 

structure of the ACDS (Tabachnick & Fidell, 2001).  

Initial EFA. To determine the appropriate factor solution for the EFA analysis, an EFA 

using principal axis factoring and promax rotation was run allowing the inclusion of any 

factor with an eigenvalue greater than 1.00. Analysis of the results, including the scree plot, 

was conducted to determine the appropriate number of underlying factors to retain. 

According to the EFA results presented in Table 13 and the corresponding scree plot (Figure 

2), 10 factors showed eigenvalues greater than 1.00, though the 10th factor barely exceeded 

1.00. This number was comparable to the number of factors these items were developed to 

measure. In total, these 10 factors accounted for approximately 74% of the observed variance 

in responses. Within these first 10 factors, there was one notable change in slope of the plot 

of eigenvalues, occurring between the fifth and sixth factors. These findings suggested we  
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evaluate factor models with between 5 and 10 factors based on the extent to which additional 

factors a) account for unique variance in responses, and b) tap a conceptual domain that was 

intended to be measured during the development of the scale.    

 

 

Figure 2. Scree Plot for Exploratory Principal Component Analysis 
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Table 13. Exploratory Factor Analysis Results Allowing Factors with Eigenvalues Greater 
than 1.00 to be Extracted 
 

 

 

Factor 

Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

Rotation Sums of 

Squared Loadings 

Total 

% of 

Variance Cumulative % Total 

% of 

Variance Cumulative % Total 

1 6.416 17.821 17.821 6.078 16.883 16.883 4.139 

2 4.506 12.517 30.338 4.203 11.674 28.557 4.589 

3 3.524 9.789 40.127 3.207 8.909 37.466 3.310 

4 2.847 7.908 48.035 2.508 6.968 44.434 3.213 

5 2.476 6.879 54.914 2.166 6.016 50.450 2.720 

6 1.814 5.038 59.953 1.476 4.101 54.551 3.916 

7 1.532 4.254 64.207 1.209 3.357 57.908 3.163 

8 1.272 3.534 67.741 0.822 2.282 60.190 4.218 

9 1.130 3.138 70.879 0.774 2.149 62.339 1.979 

10 1.022 2.838 73.717 0.570 1.584 63.924 1.766 

11 0.835 2.319 76.035     

12 0.750 2.083 78.119     

13 0.71 1.966 80.085     

Note. Remainder of table was truncated. Extraction Method was principal axis factoring.  
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Following this initial factor analysis, the pattern matrix was examined (Table 14). It 

displayed simple structure with sets of items showing moderate to strong loadings on a single 

factor (Tabachnick & Fidell, 2001). A review of the corresponding items for each factor 

showed that the observed factor structure for the 10-factor solution closely matched the a 

priori factor structure. That is, all items loaded on the intended factor with other similar 

items.  

 The lone exception was the Interest in Working Postretirement subscale. Two of the 

four items developed to measure this construct loaded on a separate factor (Factor 10). A 

review of these four items showed that two similar yet distinct themes appeared to be tapped, 

which were the extent to which participants were interested in working postretirement and if 

the participant had career goals that he or she wished to accomplish postretirement. As 

mentioned previously, however, the 10th factor had a small eigenvalue (1.022), indicating it 

accounted for a small amount of variance (2.8%). As an additional test of the utility of this 

10th factor, a subsequent EFA was run including only the four items developed to tap the 

Interest in Working Postretirement subscale. Results indicated that a one-factor solution 

accounted for approximately 61% of the observed variance in these items, with all four items 

loading on this factor at or above .56. Based on this finding, a subsequent EFA was 

conducted on all items forcing the extraction of only nine factors.     
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Table 14.   Pattern Matrix for 9-Factor Solution 
 

Item 

Preferenc
e to 

change 
careers PR 

Willingness 
to pay for 

CC  

Confiden
ce in PR 
career 

planning 

Willingness 
to seek CC 

Willingness 
to use tech 

Preference 
to use tech 

Perceived 
barriers 

Social 
networking 
perceptions 

Interest in 
working PR 

Pay2 1.03         

Pay3 0.906         

Pay4r 0.744         

Pay1 0.725         

Bar2  0.962        

Bar1  0.854        

Bar3  0.804        

Bar5  0.652        

Bar4  0.638        

Tecpref3r   0.866       

Tecpref4r   0.855       

Tecpref1   0.742       
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Table 14 Continued        

Item 

Preferenc
e to 

change 
careers PR 

Willingness 
to pay for 

CC  

Confiden
ce in PR 
career 

planning 

Willingness 
to seek CC 

Willingness 
to use tech 

Preference 
to use tech 

Perceived 
barriers 

Social 
networking 
perceptions 

Interest in 
working PR 

Tecpref2   0.716       

Socnet3    0.836      

Socnet2    0.771      

Socnet1    0.401      

Pref2     0.886     

Pref1r     0.799     

Pref3     0.764     

Att4      0.932    

Att3      0.759    

Att2      0.518    

Att1      0.465    

Tecwil4       0.731   
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Table 14 Continued        

Item 

Preferenc
e to 

change 
careers PR 

Willingness 
to pay for 

CC  

Confiden
ce in PR 
career 

planning 

Willingness 
to seek CC 

Willingness 
to use tech 

Preference 
to use tech 

Perceived 
barriers 

Social 
networking 
perceptions 

Interest in 
working PR 

Tecwil1       0.694   

Tecwil3       0.667   

Tecwil2       0.416   

Conf2        0.893  

Conf4        0.685  

Conf1        0.525  

Will4         0.773 

Will3         0.727 

Will1         0.524 

Will2 0.324        0.459 

Note. Extraction Method was Principal Axis Factoring. Rotation Method was Promax with Kaiser Normalization. Loadings less than .3 are 
not presented.  r = reverse score item  CC = career counseling  PR = postretirement 
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9-factor EFA. Results of the 9-factor EFA solution were largely consistent with that of 

the initial 10-factor solution. As expected, the four items developed to measure the Interest in 

Working Postretirement subscale loaded into a single factor (Factor 6). A review of the 

pattern matrix showed that the observed factor structure for the 9-factor solution was 

consistent with the a priori factor structure. The 9-factor model accounted for 71% of the 

observed variance, were highly interpretable, and obtained a “simple structure". All items 

loaded on their intended factors, with loadings of at least .4 (Tabachnick & Fidell, 2001). 

There was one instance of a cross-loading item, though the magnitude of the cross-loading 

was small (.324). The variance explained for the preference to Change Career Postretirement 

(3 items) was 17.8%. The variance explained for Willingness to Pay for Career Counseling 

Services (4 items) was 12.5 %. The variance explained for Confidence in Postretirement 

Planning (4 items) was 9.8%. The variance explained for Willingness to Seek Out Career 

Counseling Services (4 items) was 8%. The variance explained for Willingness to use 

Technology for Career Counseling (4 items) was 7%. The variance explained for Preference 

to Use Technology for Career Counseling (4 items) was 5%. The variance explained for 

Perceived Barriers to Postretirement Employment (5 items) was 4%. The variance explained 

for Social Network's Perceptions (4 items) was 3.5% and the variance explained for Interest 

in Working Postretirement (4 items) was 3%. Table 15 provides an overview of these 

analyses.  
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5-factor EFA comparison model. Given the change in slope of the plot of eigenvalues 

between the fifth and sixth factors (see Figure 2), we examined a 5-factor model. The 5-

factor model accounted for approximately 55% of the total observed variance (see Appendix 

N). A review of the pattern matrix (see Appendix O) showed fairly interpretable factors, with 

conceptually similar items loading on common factors. However, loadings for the 5-factor 

model were generally weaker in magnitude compared to the 9-factor solution. The average 

loading in terms of absolute value for the 5-factor model was .61, whereas the average 

loading for the 9-factor model was .72. This finding indicates that, relative to the 9-factor 

model, the 5-factor model contained more generalized factors that showed less overlap with 

individual items.  

Results also showed that the 9-factor model accounted for 16% more of the observed 

variance in ratings (i.e., 71% v. 55%) compared to the 5-factor model. This is a nontrivial 

increase, indicating that nine factors more completely captured variability in responses 

relative to five factors.  

Considering that the 9-factor model a) adheres to the a priori factor model intended to 

be measured by the ACDS as evidenced by the 9-factor model pattern matrix, b) accounts for 

a greater amount of variance in observed responses that was nontrivial, and c) shows more 

well-defined factors as evidenced by differences in the magnitude of factor loadings when  
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compared to the 5-factor model, the 9-factor model was concluded to be most appropriate for 

the items of the ACDS. Therefore, subsequent analyses were carried out using the 9-factor 

conceptualization of these items.  

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                          



 

104 
 

Table 15.  9-Factor Exploratory Factor Analysis Results 

Factor 

Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

Rotation Sums of 

Squared Loadings 

Total 

% of 

Variance Cumulative % Total 

% of 

Variance Cumulative % Total 

1 6.416 17.821 17.821 6.065 16.847 16.847 4.620 

2 4.506 12.517 30.338 4.187 11.632 28.479 4.130 

3 3.524 9.789 40.127 3.192 8.866 37.345 3.279 

4 2.847 7.908 48.035 2.473 6.870 44.216 3.108 

5 2.476 6.879 54.914 2.156 5.989 50.204 2.699 

6 1.814 5.038 59.953 1.464 4.067 54.272 2.405 

7 1.532 4.254 64.207 1.203 3.343 57.615 3.058 

8 1.272 3.534 67.741 0.796 2.210 59.824 3.898 

9 1.130 3.138 70.879 0.754 2.095 61.920 3.979 

10 1.022 2.838 73.717     

11 0.835 2.319 76.035     

12 0.750 2.083 78.119     

13 0.708 1.966 80.085     

Note. Remainder of table was truncated. Extraction Method was principal axis factoring. 
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Confirmatory Factor Analysis 

Following the EFA, a confirmatory factor analysis (CFA) was conducted to further 

assess the dimensionality of each subscale on the ACDS. The same sample was used and the 

analysis included a sample size of 222 respondents. When the underlying factor structure for 

a measure is known (e.g., through pilot testing) or derived from theory, CFA provides a 

useful framework for evaluating how well the theoretical structure or model fits the observed 

data (Tabachnick & Fidell, 2001). In the following analysis, the unidimensionality of each 

subscale of the ACDS was examined. Based on the EFA results, eight single-factor CFA 

models were run. For each model, items were allowed to load onto a single common factor 

and the error terms were not allowed to correlate with one another. The Preference to Change 

Career Postretirement subscale was composed of less than four items, and thus could not be 

tested using a single-factor model due to model under identification. All analyses were 

conducted using the Mplus 5.2 software package.  

To evaluate model goodness-of-fit, several indices were used. The chi-squared 

statistic was used as an index of model fit, with significant chi-squared values indicating poor 

fit. Additional indices included the comparative fit index (CFI), the Tucker-Lewis index 

(TLI), the root mean square error of approximation (RMSEA), and the square root mean 

residual (SRMR). When judging model goodness-of-fit, CFI and TLI values should be at 

least .90 to be considered adequate fit, with values closer to 1.00 indicating better model fit 

(Hu & Bentler, 1999). For the RMSEA and SRMR indices, values should be less than .08 to  
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conclude a model has adequate fit, with small values indicating better fit (Millsap, 2002; 

Vandenberg & Lance, 2000). As recommended by Hu and Bentler, values for all fit indices 

were considered when judging goodness-of-fit rather than any single index. 

Results from the CFAs are presented in Table 16. Results indicated that three of the 

eight models showed adequate fit (i.e., nonsignificant chi-squared, fit indices within 

acceptable range), providing additional evidence of the unidimensionality of the subscales. 

The Social Networking Perceptions model showed adequate fit for three of the five fit 

indices. The remaining four models did not show adequate fit, suggesting we should interpret 

the unidimensionality of these subscales (as also suggested by EFA results) with caution.  
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Table 16.  Results from Confirmatory Factor Analyses (N = 222) 

Subscale 
χ2 df p (χ2) CFI TLI RMSEA SRMR 

Willingness to pay for career counselor services 0.877 2 .645 1.000 1.000 0.000 0.006 

Confidence in postretirement career planning 4.558 2 .102 0.990 0.969 0.076 0.019 

Willingness to seek out career counseling 
services 28.969 2 .000 0.897 0.691 0.246 0.053 

Willingness to use technology for career 
counseling 3.268 2 .195 0.996 0.988 0.053 0.019 

Preference to use technology for career 
counseling 89.065 2 .000 0.857 0.571 0.443 0.051 

Perceived barriers to postretirement employment 81.639 5 .000 0.893 0.786 0.263 0.062 

Social networking perceptions 16.182 2 .000 0.969 0.907 0.179 0.042 

Interest in working postretirement 50.631 2 .000 0.850 0.549 0.331 0.091 

Note. CFI = comparative fit index, TLI = Tucker-Lewis index, RMSEA= root mean squared error of 
approximation, SRMR= standardized root mean squared residual. 



 

108 
 

Reliability Analysis 

Given the support of the 9-factor structure of the ACDS provided by the EFA results, 

subsequent analyses estimated the reliability for each subscale. The reliability of a measure is 

conceptualized as the proportion of observed variance attributable to the underlying 

construct, or the extent to which the measure is free from error (Tabachnick & Fidell, 2001). 

Cronbach’s alpha internal consistency reliability was calculated for each of the nine factors 

(see Table 17). For psychological measures in developmental stages, reliabilities greater than 

.70 are generally considered to be adequate (Tabachnick & Fidell, 2001). Observed 

reliabilities ranged from .78 to .90, indicating all nine subscales exhibited adequate levels of 

reliability. 
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Table 17. Cronbach’s Alpha Reliabilities of the ACDS 

 Subscale # of items Alpha 

Preference to change career postretirement 3 0.85 

Willingness to pay for career counselor services 4 0.90 

Confidence in postretirement career planning 4 0.79 

Willingness to seek out career counseling services 4 0.78 

Willingness to use technology for career counseling 4 0.78 

Preference to use technology for career counseling 4 0.90 

Perceived barriers to postretirement employment 5 0.89 

Social networking perceptions 4 0.83 

Interest in working postretirement 4 0.78 
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Internal Validity 

 The next step was to establish the validity of the subscales comprising the ACDS. To 

do this, the relationships among subscale scores (see Table 18) were examined. Evidence of 

convergent validity is indicated by correlations between subscales that should theoretically 

correlate with one another if the underlying constructs are being adequately measured. 

Subscale scores for the following analysis were obtained by calculating the average response 

to all items of a subscale. Negatively worded items were reverse-scored. There are several 

examples of convergence between the subscales. Looking at the pattern of evidence for the 

Willingness to Pay and the Willingness to Seek subscales, there is a significant positive 

correlation (.50) indicating that people who were more willing to seek career counseling 

services were more willing to pay for these services. Additionally, evidence found the 

Willingness to Seek Services and the Confidence in Career Planning Postretirement subscales 

had a significant negative correlation (-.31) indicating those who were less confident in 

career planning were more willing to seek career counseling services. Also, there was a 

significant negative correlation between the  Perceived Barriers to Postretirement Work and 

the Social Networks Perception subscales such that those with smaller social networks 

perceived greater barriers to their postretirement prospects (-.36). Conversely, those with 

larger networks perceived less postretirement barriers.  
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 Another source of evidence for the validity of the psychological measures is the 

discriminant validity evidence. Discriminant validity is indicated by the extent to which 

subscales do not relate to others that they should not relate to if the underlying constructs are 

being adequately measured (Tabachnick & Fidell, 2001). Evidence of discriminant validity 

can be established using observed correlation between subscale scores. A review of these 

correlations in the data revealed support for discriminant validity. For instance, there is a non 

significant relationship between the Preference to Change One’s Career Postretirement 

subscale and the Preference to Use Technology for Career Counseling subscales (-.05). 

Another example would be the Preference to Use Technology for Counseling Services and 

the Social Networking Perceptions subscales (-.08; Table 18).   Convergent and discriminant 

validities of the subscale were supported by the analysis. 
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Table 18.  Correlations of the ACDS Subscales(N = 222) 

Subscale Scores 1 2 3 4 5 6 7 8 9 

1. Preference to 

change career 

postretirement 

Pearson Correlation 1         

Sig. (2-tailed)          

2. Willingness to pay  Pearson Correlation .051 1        

Sig. (2-tailed) .449         

3. Confidence in plans Pearson Correlation -.223** -.313** 1       

Sig. (2-tailed) .001 .000        

4. Interest in 

postretirement work 

Pearson Correlation -.069 .087 .318** 1      

Sig. (2-tailed) .305 .195 .000       

5. Willingness to seek 

career counseling 

Pearson Correlation .034 .503** -.310** .025 1     

Sig. (2-tailed) .614 .000 .000 .716      
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Table 18 Continued           

Subscale Scores 1 2 3 4 5 6 7 8 9 

6. Willingness to use 

tech for counseling 

Pearson Correlation .068 .355** -.197** .079 .391** 1    

7. Preference to use 

tech for counseling 

Pearson Correlation -.046 -.194** .128 -.049 -.233** .241** 1   

Sig. (2-tailed) .494 .004 .057 .472 .000 .000    

8. Perceived barriers to 

postretirement work 

Pearson Correlation .064 .107 -.318** -.005 .142* .164* .103 1  

Sig. (2-tailed) .340 .112 .000 .944 .035 .015 .127   

9. Social network 

perceptions 

Pearson Correlation -.250** .032 .201** .040 -.107 .016 -.080 -.364** 1 

Sig. (2-tailed) .000 .634 .003 .557 .111 .809 .234 .000  

** = Correlation is significant at the 0.01 level (2-tailed).  * = Correlation is significant at the 0.05 level (2-tailed).   

 



 

114 
 

 Research Question 2: What are the attitudes, preferences, and interests of 

mature adults as they relate to career development? This research question was 

evaluated by responses to the Adult (50–75 years of age) Career Development Survey. 

Analysis of Response Distribution 

 In order to answer Research Question 2, an analysis was run in SPSS that measured 

the various scores on the instrument, highlighting the nine factors.  A summary of the 

descriptive data is presented in Table 19, which emphasizes the scores on the various levels 

of career development. A histogram representing each of the nine factors is presented in the 

Appendices. The characteristics of the sample’s responses on the ACDS follows. 

 Preference to changing career postretirement: Roughly 30% of the sample indicated 

that they would not be interested in changing careers postretirement. The scores ranged from 

a minimum of 1 (strongly disagree) to a maximum of 5 (strongly agree). The full range of 

possible responses was observed with an average of 2.72. On average, respondents showed 

that they would not be interested in changing careers; however, there were participants in the 

sample who did indicate that a career change may be preferred. There appeared to be 

variability among the sample in terms of their preferences for career change.  

 Willingness to pay for career counseling services: The majority of the participants 

indicated that they would not be willing to pay for career counseling services. The scores 

ranged from a minimum of 1 (strongly disagree) to a maximum of 5 (strongly agree). The full 

range of possible responses was observed with an average of 2.39.
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Table 19. Descriptive Statistics for the ACDS Subscales (N = 222) 

 

Preference to 

change career 

postretirement 

Score 

Willing

ness to 

pay 

Score 

Confid

ence in 

plans 

Score 

Interest in 

postretirem

ent work 

Score 

Willingness 

to seek 

career 

counseling 

Score 

Willingness to 

use tech for 

counseling 

Score 

Preference to 

use tech for 

counseling 

Score 

Perceived 

barriers to 

postretirement 

work Score 

Social 

network 

perceptions 

Score 

Mean 2.7237 2.3975 3.6520 3.7331 2.6745 4.5574 3.0056 3.2586 2.4831 

Std. Error of 

Mean 
.07928 .07987 .06289 .06205 .06572 .04246 .07004 .06810 .04506 

Median 2.6667 2.0000 3.7500 3.7500 2.7500 4.7500 3.0000 3.4000 2.5000 

Std. 

Deviation 
1.18128 

1.1900

4 
.93706 .92446 .97925 .63265 1.04358 1.01464 .67141 

Variance 1.395 1.416 .878 .855 .959 .400 1.089 1.029 .451 

Skewness .248 .511 -.422 -.405 -.231 -2.261 -.083 -.335 -.248 

Std. Error of 

Skewness 
.163 .163 .163 .163 .163 .163 .163 .163 .163 

Kurtosis -.982 -.860 -.513 -.647 -.716 6.916 -.500 -.514 -.398 

Std. Error of 

Kurtosis 
.325 .325 .325 .325 .325 .325 .325 .325 .325 

Range 4.00 4.00 3.75 3.50 4.00 4.00 4.00 4.00 3.00 

Minimum 1.00 1.00 1.25 1.50 1.00 1.00 1.00 1.00 1.00 

Maximum 5.00 5.00 5.00 5.00 5.00 5.00 5.00 5.00 4.00 
             Note.  Nine factors (histograms are located in Appendices) 
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 Confidence in postretirement career planning: Approximately half of the sample 

indicated that they are confident in their postretirement career planning. The scores ranged 

from a minimum of 1 (strongly disagree) to a maximum of 5 (strongly agree). A full range 

was observed with an average of 3.65. The sample was fairly confident in their career 

planning postretirement. For one of the questions, “I am confident I can make the right 

decision regarding a post-retirement career,” 47% of the sample indicated that they strongly 

agreed. 

 Interest in postretirement work: A large percentage of the sample was interested in 

postretirement work. Forty-one percent of the respondents indicated that they somewhat 

agreed with the question, “It is important for me to continue working during traditional 

retirement years (i.e., 65+ years of age).” The scores ranged from a minimum of 1.5 (strongly 

disagree) to a maximum of 5 (strongly agree). A full range was observed with an average of 

3.70.   

 Willingness to seek out career counseling services: A portion of the sample would not 

be willing to seek out career counseling services. However, there was a lot of variability in 

the responses to these questions. Scores ranged from a minimum of 1 (strongly disagree) to a 

maximum of 5 (strongly agree). The subscale average for the sample was 2.67, which is 

slightly below the midpoint of the subscale.  
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Willingness to use technology for career counseling: The majority of the sample 

indicated that they would use technology for career counseling. The scores ranged from a 

minimum of 1(strongly disagree) to a maximum of 5 (strongly agree). A full range was 

observed with an average of 4.56. The group as whole appeared highly proficient in using 

technology and would have been willing to use it for career counseling. 

 Preference to use technology for career counseling: Preferences to use technology for 

career counseling appeared variable across the group. The subscale consisted of four items, 

with two items worded positively towards the use of technology and two worded positively 

towards the use of face-to-face meetings. The scores ranged from a minimum of 1 (strongly 

disagree) to a maximum of 5 (strongly agree). A full range was observed with an average 

response of 3.00. Interestingly, approximately half of the sample preferred using technology 

for career counseling versus face-to-face meetings.   

Perceived barriers to postretirement employment: A large portion of the sample 

reported that they perceived barriers to postretirement employment. However, there was a 

range of responses to this subscale. The scores ranged from a minimum of 1(strongly 

disagree) to a maximum of 5 (strongly agree). On average, the group mean was 3.26, which 

is slightly above the midpoint of the subscale.  
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Social networking perceptions: The subscale for social networking perceptions 

included four options for response. The options ranged from 1 (none), 2 (one to two), 3  

(several) to 4 (many) social networking contacts. Items were developed to reference different 

sources of a social network, such as family, professional contacts, and friends. On average, 

the group subscale score was 2.48. Participants indicated a moderate level of social 

networking contacts (i.e., between one and several contacts in each area identified by the 

items). This subscale was a four point subscale instead of a five point, which needs to be 

taken into consideration when interpreting levels of responses. 

 

Additional Questions of Interest 

 The survey included several other questions that offered interesting results. One is the 

age at which the participant planned to stop working. The range of 66—70 years was indicted 

by 33% of the participants (74 respondents).  The finding is significant in that this is past the 

typical retirement age. There may be future implications for individuals working past 65 

years of age, when retirement benefits may begin. 

 The majority of participants (41%) indicated that the likelihood that they would visit 

a career counselor to discuss postretirement options was 25%. The group appeared to not be 

likely to visit a career counselor for their postretirement needs. Interestingly, 61% of 

respondents reported that they had never seen a career counselor, while 36% of the sample  

 

 

 



 

119 
 

had seen a career counselor in the past. 

The participants were interested in the following services that career counselors could 

offer them; availability of part-time employment and somewhat interested in discussing a 

career change (37%), job availability near their home (32.4%), and job search assistance 

(36%). The sample was not at all interested in resume and cover letter assistance (40%), 

availability of full-time work (39%), returning to school (60%), or training opportunities 

(38%). The group was about equally interested in attending an individual appointment as 

they were in attending a workshop. The participants indicated that if they visited a career 

counselor, the activity that they would prefer most would be to attend an individual (face-to-

face) session. The activity that the sample envisioned spending the majority of their time on 

during the traditional retirement years was working part time (40.5%).  

 The participants indicated that they were highly technically proficient when using e-

mail and the internet. The majority of the sample used the computer for both work and 

personal use. Ninety-three percent of them reported using e-mail for work purposes. Social 

networking sites (e.g., Facebook, Twitter, MySpace, and LinkedIn) had not been used by 

46% of the participants and 54% had not used a personal digital assistant but almost 20% 

reported having a lot of experience using one. Lastly, 27% of the sample reported having a 

high level (9) of proficiency when using the computer on a subscale from 1 (not at all 

proficient) to 9 (highly proficient).  
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The career development levels depend upon the group. In analyzing the results, it 

became apparent that the group showed a high level of variability and there were individual 

differences in each participant's responses. There were several questions with a range of 

responses, indicating that the group was not homogenous and varied on many levels. This is 

an important distinction that will make generalization of the study difficult. 

 Research Question 3: What are the issues (or factors) of career development of 

mature adults? This question was answered by asking open-ended questions in the 

Adult (50–75 years of age) Career Development Survey and studying the responses 

through a qualitative analysis.  

Qualitative Analysis 

Participants were asked to respond to six open-ended questions on the survey. Two of 

the questions directly related back to the research questions and were analyzed. The emergent 

themes for Question 54 and Question 56 are in Tables 20 and 21.  There were 9 themes for 

Questions 54 and 12 themes for Question 56. The tables list the themes based on frequency 

(listed in parentheses). The themes at the top of the table were most often found in the 

responses and the themes at the bottom of the table were ones with the least amount of 

responses. 
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The 9 themes for Question 54 are as follows: advance, enhance, and improve skills 

and knowledge (94); career development skills and knowledge, including career change (33);  

and life satisfaction (20); reaching goals, including career advancement (18); keeping busy: 

maintaining and keep on chugging along until retirement (9); financial 

need/wants/obligations: money (8); slow down (6); looking forward to and planning for 

retirement (4); and none (44). The 12 themes for Question 56 are as follows: time issues (40); 

lack of funds, money, and resources (i.e., grants and funding) (24); discrimination: age issues 

(23); down economy (21); career planning knowledge: (identifying options and 

opportunities) (16); skills and education with a subgroup including technology concerns (15); 

health concerns (11); hard to find positions (7); work/life balance issues (7); fear (6); 

motivation (4); and none (62). 

Each statement (participant response) was reviewed and coded as a unit. The coders 

applied all the themes that fit with the statement and assigned a primary theme for each that 

was based on the first portion of the participant’s statement in his or her open-ended 

response. In the special cases that had multiple themes assigned, the statement was assigned a 

primary theme for ease of counting frequency of the themes. According to Stemler (2001), 

when calculating inter-rater reliability “a 95% agreement is suggested; .8 for Cohen’s kappa” 

(p. 3). The inter-rater reliability was high (96% reliability between the coders) and 456 of 474 

statements were consistent between the two coders. After the themes were developed and  
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analyzed, a third coder was added for an additional reliability measure. The combined 

reliability, including the third coder was 94% reliability in the consistency of the themes (a 

total of 449 out of 474 were consistent). The emergent themes with frequency of the 

particular theme in parenthesis, definitions of the themes, and statements from the 

participants representing the themes are listed in Tables 20-21. 

 

Table 20.  Final Emergent Themes for Question 54 

Emergent theme Definitions Statements representing each 
theme 

Advance, enhance,  and 
improve skills and 
knowledge (94) 

Improving skills through 
additional training, 
certifications, continuing 
education, and keeping up with 
technology. The idea of 
continuous improvement. 

Staying current and keeping up 
with change. 

“continuing to develop my 
skills and add to my 

experiences” 

 

 

“keeping abreast of changes 
in my current field” 

Career development skills 
and knowledge, including 
career change (33) 

Learning how to network, 
identifying contacts within a 
specific field of interest, finding 
mentors, reviewing and exploring 
careers/options, and learning job 
searching, and other related skills. 

Subgroup: CAREER CHANGE- 
Changing careers to something 
different than what they are 
currently doing in their job. 

“having a mentor to help with 
my career path; identify areas 

of new learning” 

 

 

 

“A career different from what    
I have been doing” 
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Table 20 Continued   

Meaning and Life 
satisfaction (20) 

Giving back to others through 
volunteering, participating in 
leisure activities or hobbies, 
and finding meaning in life 
through interacting with others 
and defining what is important 
to them. Enjoying life and 
engaging in activities that they 
want to do (i.e., volunteering). 

“doing something that I 
really enjoy and that is 

fulfilling” 

Reaching goals, including 
career advancement (18) 

Increased income before 
officially retiring, which could 
include an advanced position 
title, salary/income level, band 
level to reach financial goals. 
This could include moving up 
in their career. 

“Promotion and additional 
accomplishments” 

Keeping busy: maintaining 
and keep on chugging 
along until retirement (9) 

Continuing to “do” and be 
involved in something that 
keeps the individual active 
and/or is intellectually 
stimulating. 

“making sure I can stay 
gainfully employed, either 

full or part time” 

Financial 
need/wants/obligations: 
money (8) 

Personal (benefits, insurance, 
monetary needs, 401K, stocks) 
or professional (funding needs, 
grants, research, etc.) monetary 
needs  

“securing federal grant 
funding” 

 Slow down (6) 

Decision to go from full-time 
to part-time work, fully retiring 
at some point, working less, 
and less stress in life. 

“evolving from my present 
job into something part 

time.” 

Looking forward to and 
planning for retirement (4) 

Future planning and excited about 
the prospects of retirement 

“Preparing for final stage of my 
full-time career and what I would 

like to do upon retirement” 
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Table 20 Continued   

None (44) 

The individual was unable to 
answer this question, may 
never have thought about the 
question, did not have a 
definition for career 
development or did not feel it 
applied to them, but rather 
younger generations. 

“none, something more 
needed by younger people in 

the workforce” 

    Note: Inter-rater reliability was 230 out of 237 statements consistent between coders. 
   Parenthesis indicates frequency. 
 
 
 
    Table 21.  Final Emergent Themes for Question 56 

Emergent Themes Definitions 
Statements representing each 

theme 

Time issues (40) 

Too busy to take classes, 
enhance their skills, interview 
for jobs, pursue another career, 
etc. They perceive they do not 
have enough time overall for 
career development, which 
poses a challenge to them.  

“finding time to spend on 
professional development 
while completing expected 

tasks and projects” 

Lack of Funds/Money/ 
Resources (i.e., 
funding/grants) (24) 

Lack of money (either 
personally or professionally) to 
improve skills, obtain 
additional education, and other 
training. Also, lack of funds to 
retire or maintain the current 
standard of living. Lack of 
funds for professional 
development, including grant 
funding. 

“My retirement income will 
not meet my needs at the 

current rate” 
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Table 21 Continued   

Discrimination: age 
issues (23) 

Age, race, gender, and other 
forms of discrimination and 
barriers to employment 
opportunities 

Sub-group: YOUNGER 
APPLICANTS taking positions 
over older applicants 

“age discrimination-I have 
already encountered this-hair 

coloring helps” 

 

 

“age-this is a career that is 
oriented toward youth” 

Down economy (21) 

Uncertainty with the economy, 
lack of opportunities, less open 
positions, lack of movement, 
and educational travel budget 
cuts 

“staffing and budget cuts” 

Career planning 
knowledge: (identifying 
options and 
opportunities) (16) 

Lack of career planning/skills, 
not sure how to start the job 
search process or what to do 
next, network, develop 
contacts, etc.  

“finding the right fit” 

Skills and Education (15) 

Individuals do not have enough 
skills or educational 
background to continue 
working or change careers. 
Lack of training, education, and 
skills.  

 Sub-group: TECHNOLOGY 
concerns: Keeping up with the 
latest technology changes and 
not being left behind 

“availability of training” 

 

 

 

“I think one of the major 
challenges to career 

development I adapting and 
embracing new technology” 

 Health concerns (11) 
Physical limitation in 
maintaining or continuing work 

“health problems could slow 
me down” 
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Table 21 Continued   

Hard to find positions 

(7) 

Not due to economic 
conditions, but rather lack of 
positions in the field of interest 
(i.e., specialty field), no 
opportunities for advancement 
(i.e., glass ceiling), few 
positions at the level of career 
development, and/or dying field 
that is becoming no longer 
available. 

“I want to stay with my 
present employer, so 

opportunities to move up may 
be limited” 

Work/life balance issues 
(7) 

Finding balance between family 
and work obligations (i.e., 
outside hobbies, taking care of 
others, working overtime, etc.).  

“Finding a balance between 
working and not working” 

Fear (6) 
Fear in job being eliminated, 
the unknown, and future 
uncertainty 

“In the past at my current job 
they were understaffed. It’s a 
fear/concern they may do that 

again (don’t know if I can 
continue to work with that 

kind of pressure.” 

Motivation (4) 

Not interested in pursuing 
career development or other 
opportunities at this time. The 
individual may not want to add 
additional responsibilities, but 
rather maintain their current 
status quo. 

“maintaining creativity and 
productivity” 

None (62) 
Individual has no concerns or 
did not respond to the question 

“none” 

     Note.  Inter-rater reliability was 95%.  226 out of 237 survey responses were consistent 
    between coders.  Parenthesis indicates frequency. 
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A brief summary of excerpts from the participants' responses, including overarching 

comments that relate to each of the themes, are listed next: 

Question 54: At the current stage of your career looking forward, what does 

“career development” mean to you? 

Dominant theme: Skills and Education 

Response: “Enhancing and developing current skills and acquiring new skills.” 

Question 56: What challenges do you currently face (or expect to face) in 

achieving your future career development goals? 

Dominant theme: Down economy (primary theme) and Time issues 

Response: “Budget concerns are forcing employers to cut or eliminate many 
activities which are beneficial for employees. I make too much money doing what I 
do now that I don’t have time to learn to do some of the things I’d like to 
accomplish.” 
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CHAPTER 5: DISCUSSION 

Summary of Research 

Using a mixed methods approach, I investigated whether or not the participants from 

university settings and the AARP would be interested in the following forms of career 

counseling: individual, group, or technology-based as well as their attitudes toward, 

willingness to, and experience with using career counseling and technology. Out of 222 

participants, 40% of the sample indicated that their likelihood to visit a career counselor for 

postretirement assistance was roughly 25%. If the participants were to visit a career 

counselor, their scores varied, but the preferred method of interaction was first via a 

individual session, then attend a workshop, and followed by meeting in a group setting.  

Overall, the majority of the attitudes toward career counseling varied, but were not 

favorable as many participants were not interested in using these services. The majority of 

participants did not feel they needed assistance with their future career and/or postretirement 

planning. However, using technology to explore career options was most preferred out of the 

three options.  

The majority of the participants in the sample reported a fairly low willingness to use 

individual and group career counseling. However, if they were to use the services, the main 

reason for seeking out guidance from a career counselor would be to provide assistance in 

identifying and securing part-time work opportunities.  
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The sample of older workers reported their experiences with using individual and 

group career counseling and technology. Sixty percent (135 participants) had never visited a 

career counselor in the past. The majority of participants used technology in their personal 

and professional lives and reported a high level of proficiency with it. 

In comparison with the pilot study, the final study’s participants were primarily from 

a university setting and as a group appeared to report high levels of computer proficiency. In 

addition, they reported that time issues were a large part of their perceived challenges 

postretirement. One possible additional difference between the pilot study group and the final 

sample is that the pilot study participants may not have been in their career field of interest 

and were looking to explore alternate career options postretirement. On the other hand, the 

participants who were in an academic setting, with higher levels of education, had already 

reached the top of their career within their area of interest. Therefore, their reported interest 

was to refine and continue to learn within their field, rather than starting over again and 

finding an alternate career path.  

Going back to school for a different career or starting over may not be desired at a 

later stage of an academic position at the university level, since the participants in this 

population have already obtained, in many cases, a master’s or doctorate degree. To start over 

again in a totally different field may be too risky at this point in their life and the costs of 

going back to school would outweigh the benefits of doing so. Atchley’s (1989) continuity  
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theory supports this conclusion as individuals who are experiencing a life transition would 

initially try the past experiences and habits that have previously worked for them before 

completely altering their lifestyle and making a drastic career change. For the academic  

participants in the final study, the transition and planning for the traditional retirement years 

could mean retooling, redefining, or adding on to their current knowledge base in a career or 

position that uses the information that they acquired through their extensive experiences. As 

older adults transition, they continue to use the skills, knowledge, and talents that they 

already have in a different way (e.g., volunteering, consulting, etc.). 

Discussion on Findings 

There were several initial goals and intentions for the research study. The first goal 

was to identify the preferred career interventions of older workers. Based on the results from 

the Adult (age 50–75) Career Development Survey, the most preferred career intervention for 

those interested in obtaining assistance with career planning postretirement was attending an 

individual session, followed by attending a workshop, and then a group session. The second 

goal of the study was to understand the attitudes toward, willingness to, and experiences of 

older adults with technology, including planning for careers during the retirement years. The 

participants’ attitudes toward career counseling varied, but for the most part the group did not 

feel inclined to obtain help from a career counselor for their career planning needs.  
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There is not one comprehensive theory that specifically addresses older adults’  career 

issues. Therefore, I needed to tie the scale to several related theories when developing the 

instrument. Based on the literature on older workers that plan to continue working during the 

traditional retirement years, there may be several reasons they lack interest in visiting a 

career counselor. Previous research studies reported information about this group’s level of 

interest in continuing to work into the traditional retirement years, indicating that “between 

70% to 75% of baby boomers enjoy their work, and only 15% reported that they would quit 

entirely if they could” (“Boomers at Midlife,” 2003; Corbett, 2003; Skorupa, 1999; “Work 

Life,” 2000 as cited in Maples & Abney, 2006). If this is the case, then older workers may not 

have a need for career planning, since they would remain in their current positions if they 

could. In this study, it appears that the sample of older adults in an academic setting may 

enjoy their work and desire to continue in their career field.  

 Approximately 25% of the sample indicated that they would contact a career 

counselor for career planning. Therefore, their willingness to use career counseling was quite 

low as a whole. However, if they were going to use career counseling services, their main 

reported interest was in finding assistance in the availability of part-time employment 

opportunities. This could imply that many participants in the sample were interested in 

continuing to work in some capacity during the traditional retirement years. Implications for 

employers in university settings could be to review the option of a phased retirement  

approach for older workers wishing to remain in the field and capture the employee’s skills  
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by creating alternate work schedules that address this interest in working part time.  

The level of experience and proficiency in using technology for the sample was high, 

which may be in part because the majority of these adults were in positions where technology 

was needed and expected to be used in order to perform their job function. An interesting 

finding with regard to technology preferences was that participants who were interested in 

career counseling reported being more interested in conducting the counseling sessions using 

technology or similar types of services than attending a face-to-face individual appointment. 

I could surmise that since time was listed as a challenge for the participants in the open-

ended questions, that perhaps taking time out of their busy schedule to visit with a career 

counselor could be perceived as more time consuming than career interventions that use 

technology and could be accessed at their leisure. Another possibility could be that the 

participants do not understand career counseling and what is involved in the process. In 

addition, career counseling may not be commonly recognized in our society as an option. 

The third goal was to identify, through open-ended questions, older adults’ definition 

of career development and the perceived challenges that they may face during this transition. 

In exploring themes for these two questions, the most frequent theme or definition of career 

development was “advancing, enhancing, and improving skills and knowledge.” Older adults 

reported the need or motivation to stay current in their field, whether it was by attending 

conferences and other additional trainings, developing a new skill or continuing to improve  

existing skills, reviewing research and literature within their field of interest, and staying 

abreast of trends in technology.  Some of the comments that related to the definition of career  
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development were “developing skills that I will need to continue my current career or 

different skills for a totally different career,” “continuing to learn new things,” and 

“improving skills or developing new ones or better/different ways to use them.”  The idea of 

improving oneself during the traditional retirement years was evident in the participant 

responses.  

The second open-ended question related to the perceived challenges of older workers. 

The most frequently reported perceived challenge was that older workers anticipated facing 

time challenges. Time issues can take many forms. Some individuals reported that they did 

not have adequate time to dedicate to career planning. They reported being too busy to take 

classes, enhance their skills, interview for jobs, pursue another career, etc. They perceived 

that they do not have enough time overall with their vast obligations and time commitments 

to work on career development. Other participants reported that their workload prohibited 

them from taking the time to focus on other areas of their life, including spending time with 

family, hobbies, and other leisure interests. The issue of lack of time was a problem with 

participants in the academic setting, which could be due to individuals wanting to continue to 

improve and reach their final goals at this point in their career. Older workers in academia 

may be concerned that their time to accomplish these goals is running out before they 

transition into the next phase of development. Several of the comments about time included  

“there’s just not enough time,” “time conflicts with family needs,” “not enough time to take 

necessary classes,” “time, time, and time,” and “balancing time between goals.” 
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Age discrimination was also a concern and perceived challenge for older workers in 

the sample. Older workers have a reason to be concerned with this issue as it is a reality of 

the times. Nicholson (2003) reported the number of age discrimination cases filed by stating, 

“fueled by charges from workers in their 40’s and 50’s, the number of age bias complaints 

filed with the U.S. Equal Employment Opportunity Commission (EEOC) increased by 41% 

between 1999 and 2002” (p. 10). Counselors and others working with older adults will need 

to be prepared to help mediate on behalf of older workers and provide assistance as 

necessary. 

The qualitative research questions supported the quantitative results by providing 

insight into older adults’ attitudes toward and willingness to use career counseling and 

technology. Additionally, in the qualitative analysis the questions asked about the 

participants’ views and definitions of career development. The quantitative results suggest 

that older adults are interested in continuing to work well into the traditional retirement years 

and the qualitative results suggest that older adults would like to advance, enhance and 

improve their knowledge and skills during this time.  

In the pilot study, which included many technology- and industry-based participants, 

the sample was more likely to slow down postretirement compared with the final sample of 

academics who would rather look forward to retirement and stop working completely. In the  

final sample, staying current and continuously educating and enhancing skills until the 

participants retired appeared quite often as a predominant theme. Continuously trying to 
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 improve oneself was reported as a priority in a career area that they may already have 

defined or are interested in. Additionally, in the pilot study, time issues were not as much of a 

concern compared to the academic group. Atchley’s continuity theory (1989) is supported in 

this research study as the majority of the sample indicated being interested in continuing a 

career that was similar to the one they were currently in and potentially remaining in the 

same career field. 

For the open-ended item on defining what career development meant to them, pilot study 

participants, including respondents employed in positions and fields within industry (non-

academic), reported an interest in changing careers and entering one that would be more 

personally satisfying to them. Whereas in the final study, the academic participants appeared 

to already be in a field with which they were interested in continuing. They indicated that 

they would like to continue to learn, develop, and improve in their current skills set and 

knowledge base. Additionally, the pilot study sample indicated that reaching goals related to 

obtaining promotions and advancing to the next career level was of importance to them. In 

comparison, the final study participants reported challenges with time issues (not enough 

time), research, and staying current. During the pilot study, which included participants 

across multiple disciplines, the themes that emerged from the open-ended responses tended to 

be geared toward more personal financial needs (e.g., personal 401K, lack of personal 

savings account) whereas the university employees in the final sample reported challenges 

associated with both personal and professional financial need (e.g., lack of research grants,  
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research money, and state budget issues). The financial need theme was defined differently 

between the two samples. For the pilot study, the financial need was defined in personal 

terms as “need for benefits, insurance, monetary needs, 401K, stocks, etc.”  In the final study, 

financial need was also a theme; however, it was defined in both personal, “benefits, 

insurance, monetary needs, 401K, stocks,” and professional, “funding needs, grants, 

research,” terms. 

 In regard to finances, previous research indicated that “members of households with 

incomes that exceed $70,000 had more plans for working into their 70s than did members of 

households with incomes less than $30,000” (“Boomers at Midlife,” 2003; Corbett, 2003; 

Skorupa, 1999; “Work Life,” 2000 as cited in Maples & Abney, 2006). The final sample of 

older workers, approximately 95% of the respondents, reported household incomes that were 

more than $40,000 per year. These findings support previous research in that the participants 

who indicated their household income as being over $30,000 per year were interested in and 

planned to continue working into the latter years of their lives, potentially in the same careers 

or positions. Since the majority of the sample indicated a household income over $30,000 per 

year they fell within this category and desired to continue working well into the retirement 

years.  

      Due to the makeup of the sample, the types of individuals who responded to the 

survey give more of an academic perspective. Many respondents appeared to report having 

less interest in career development or further training. This could be due in part to their  
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career path in academia and having already reached career goals as they achieved tenure. 

Also, teaching and conducting research at the university level seems to have its pros and cons 

based on the qualitative comments given by respondents. As reported in the results, there 

may not be opportunities for advancement beyond tenure unless the respondent was 

interested in consulting or moving on to a more part-time opportunity.  

 The final study sample, with more academic employees, indicated that job security 

was not as much of an issue as it was for the pilot study sample that included more workers 

from sectors of the economy that had been more drastically affected by the economic 

downturn. However, academic employees indicated that they were not completely unscathed 

by the economic conditions. They appeared to feel some of the repercussions of the economy 

as it related to continuing education through conferences, workshops, and other avenues that 

had recently been cut back on due to the lack of funds and economic situation. In addition, 

opportunities for funding, resources, and grants appeared to be available on a more limited 

basis than in previous years, which in turn could limit their opportunities for improving, 

advancing, and enhancing their skills, which they reported was important to them.  

Synthesis of Literature 

Super (1980) discussed multiple roles in the life-span, life-space perspective of career 

development. In defining the roles, he suggested that individuals play out the roles at 

different times and in different ways throughout their lives; some roles become more 

predominant during certain periods of development while others become secondary. Indeed 
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 with the final sample of older adults, it was apparent that even at 48–71 years of age they 

continued to play multiple roles and strove to strike a balance in juggling the roles, including 

the role of worker, well into their latter stages of development. In the qualitative responses, 

time was reported as an issue for the population of interest (i.e., balancing multiple tasks and 

roles).  

Super (1980) and Erikson (1950) both defined the latter stages of development as a 

point of decline and not as a point of continuation. This was not supported in the research 

findings as the sample of older workers in the university settings were continuing to develop 

and improve their skills, rather than reporting a decline in activity.  

In Erikson’s theory (1950), the last two developmental stages were generativity versus 

stagnation and integrity versus despair. In the research study, many older workers reported 

interest in giving back, volunteering, and utilizing their current skills to help others. 

Generativity as a life stage was definitely present in the group. On the other hand, stagnation 

(i.e., non-activity) was not as prominent.  Regarding integrity versus despair, the participants 

discussed the need for their work or activities to possess meaning in their lives and their 

interest in continuing to strive for goals. I assume this is an attempt by these older adults to 

reach all the goals that they had hoped to obtain during their lifetime, so when they reflect 

back on their career journey they will not have any regrets later on in life, leading to a sense 

of pride about their accomplishments and the manner in which they lived their lives 

personally and professionally. 
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The lack of cross-cultural counseling literature pertaining to older adults’ career 

issues is alarming. There are several theories that potentially address multicultural 

counseling, but do not focus on career development for individuals 50–75 years of age for 

example: Hinrichsen (2006), McMahon (2002), McMahon and Patton (1995), and Patton and 

McMahon (1997, 1999). I attempted to obtain a cross-cultural sample by including a variety 

of participants from a wide array of schools (private and public universities, primarily female 

institutions, a historically Black university, etc.) that would hopefully capture individuals  

50–75 from a diverse group of races, ethnicities, and backgrounds. Twenty percent of the 

population sampled indicated African American, Latino/Latina, Asian American, Native 

American, and/or multicultural as ethnicities. Additional research needs to be conducted 

about cross-cultural issues for the population of interest relevant to their career needs and 

preferences.  

Limitations 

It was very difficult to find a readily and easily accessible sample in one location for 

this population of interest. Therefore, the use of multiple venues and convenient sampling 

was needed throughout the data collection process. I had to use multiple universities in order 

to obtain a diverse and sustentative amount of participants for the study. The sample’s 

participants were obtained primarily from universities in the Southeast along with the local 

branch of the AARP, which limits the generalizability of the findings.  
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Another limitation was that, in the second round of survey distribution, an electronic version 

of the survey was used, which may have eliminated viable participants from the sample that 

did not have access (or were not comfortable using the Internet) to the survey instrument. 

Heppner, Kiviglhan, and Wampole (2008) recommended that researchers ensure appropriate 

distribution and collection procedures for particular groups of people within the population 

so as to not miss out on a portion of the sample. I attempted to address this issue, particularly 

in the pilot study where I used a multitude of venues for survey distribution. I also held 

several focus groups at the local library and senior centers, attended a local event where 

individuals over 50 were in attendance, and sent the survey as a hard copy version in the first 

round of distribution to ensure technology would not be an issue for the mature population in 

physically taking the survey. Due to cost, time, ease of distribution, and interest from 

participants it was decided to conduct the final round of survey distribution using the Survey 

Monkey® web-based tool. 

Heppner et al. (2008) also mentioned that there are several advantages to collecting 

data through the Internet (e.g., easy distribution, reaching a large amount of participants in a 

small amount of time, etc.). However, the limitations of this method must be considered as 

well. Some potential participants may not have had access to a computer or the Internet, 

which decreases the response rate, and brings up “issues with privacy and confidentiality” (p. 

505). I tried to address this limitation in the pilot study by distributing the survey via multiple 

modalities (sending by mail, sending by Internet, dropping off at specific locations and focus  
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groups, attending locations where the population of interest resides, etc.). For the first round 

of survey distribution, the main mode was through the United States mail. The survey was 

distributed to the preferred address of the participant, either at a work or home address. The 

second round of survey distribution took place online through the use of an electronic survey 

that was built through Survey Monkey®. It was created after an exploratory factor analysis 

was completed and questions were reworded, eliminated, and added based on the results of 

the pilot study survey. Participants were to complete the survey electronically within a given 

time frame, usually within a two-week time period. 

Some limitations are due to the research method itself. Using surveys to collect data  

can be a limitation due to the nature of the instrument as a self-report measure (Heppner, et 

al., 2008).  Careful consideration of the validity and reliability of self-report measures should 

be given to ensure findings are both internally and externally valid. Caution needs to be taken 

when generalizing to other populations of interest. Furthermore, survey response rates were 

an issue while conducting the research. I took all necessary measures, including repeated 

attempts to collect surveys, to increase the response rate. I sent out several reminder notices 

via e-mail to participants to encourage them to complete the survey within a designated 

timeframe and continued to follow up by phone, visits, and e-mail with the contacts that had 

been established at each site to ask if they would send out reminder notices via their e-mail 

distribution lists, professional contacts, or through other means to remind and attract new 

participants to take the survey. 
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The external validity is limited because of the narrow sample of participants included 

in this study, who were employees in university settings in various positions and/or members 

of the local branch of the AARP. Participants within an academic setting may have attitudes 

toward career counseling and technology that differ from the broader population of mature 

working adults. This sample may also be higher in socioeconomic status than other mature 

working adult populations, which may influence their ability to and interest in retiring from 

their current position. Older participants in this sample may have more options and 

opportunities to decide whether or not to retire instead of being forced into making a decision 

to retire at a time that is not appealing to them. Additionally, the participants in this sample 

may already know what they want to do (i.e. career, leisure) when they retire due to past 

opportunities to explore career planning throughout their lives through their educational and  

work settings that may have been offered through workshops and other venues. These 

limitations suggest future research should be conducted using mature working adult 

populations in nonacademic settings. 

Implications for Future Research and Practice 

The Adult (50-75 year old) Career Development Survey instrument measures a range 

of attitudes and could be utilized by others who are interested in studying older workers’ 

career development preferences and interests. Following some additional refinement of the 

measure, career centers, private practitioners, agencies, researchers, and others could use the 
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survey instrument to gauge the interest of potential clients or participants for individual, 

group, and other types of counseling, training, and/or workshops. For example, one of the 

questions on the survey asks the participant to think about what types of services the 

participant would most likely to be interested in taking advantage of for their career planning 

needs. This type of question would be helpful to a counselor or an agency that is trying to 

determine whether or not to continue offering a certain range of services or in making 

decisions on whether or not to add additional services to their existing schedule or offerings.  

The survey instrument could be expanded upon and additional survey items could be 

added that target areas such as whether the individual has used career counseling in the past, 

the frequency of such use, and his or her success rate in finding opportunities after seeing a  

career counselor. Comparisons could be made as to whether or not someone who visited a  

career counselor versus someone who did not had a high success rate after a certain period of 

time. In addition, learning more about why or why not individuals would or would not seek 

advice from a career counselor would be an interesting area for future research. One of the 

major findings was that very few participants in the sample would seek career counseling for 

retirement. One question to explore could be whether or not it is that they do not need career 

counseling or are there other reasons that they do not seek out the services. One possibility  

may be that the sample is highly educated and planned ahead for their retirement years. 

Implications for the career counseling profession may be that career counselors need to be 

aware that some highly educated individuals in an academic setting may not be interested in  
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career counseling services. Promoting career counseling services to academic groups may not 

lead them to career counseling services due to their potential lack of interest. Based on 

findings from the research study, one of the best ways to potentially reach out to the 

population of interest is to promote opportunities for part-time employment and leisure 

activities as part of the career counseling process. Providing services that address resources, 

part-time employment opportunities, and ways to transition and connect to these 

opportunities may be a way to reach out to older adults in an academic setting. Career 

counselors may need to describe and define the services that they offer in promotional 

materials and marketing to highlight information about career counseling and the profession, 

specifically indicating the resources that could assist clients in their career or retirement 

transition. 

 The ACDS could be improved by shortening the survey and cutting down on the 

number of questions participants are asked. The number of demographic questions could be 

cut down to a smaller number of questions. Additional theories could be reviewed and 

compared to the nine subscales in order to identify whether or not additional factors should 

be added to the scale. 

Future research could also examine the participants who have used career counseling 

services in the past and identify the services they found useful, as well as those they did and 

did not enjoy. A follow-up qualitative study could be conducted in order to interview several 

participants within the population of interest to ask questions pertaining to the type of  
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counselor that they visited, the quality of the services offered, the topics covered in the 

session(s), number and types (group, individual, etc.) of sessions that they attended, the 

physical environment of the session, and their method of interacting with the career 

counselor. Another set of questions would then target their preferences to the items listed 

above as well as ask the participants to identify the ideal counseling setting and environment 

for their personal and professional needs. In conducting the research, identifying if there are 

differences and preferences based on age cohorts would be yet another potentially related 

research question. 

Finally, administering the instrument with other populations of interest (e.g., professional 

groups, multicultural clients, a variety of industries, etc.) could be yet another possible area 

for future research to determine differences in preferences and willingness to use career 

counseling and technology between and within groups, across organizations, and in a variety 

of locations in the United States and internationally. 

Conclusion 

 The research study sought to understand the current needs of older workers including 

their attitudes toward, willingness to, and experience in using career counseling and 

technology. A study by the Heldrich Center for Workforce Development at Rutgers 

University (2000) stated that “although 75 percent of all workers in their study would like to 

retire early from permanent full-time jobs, only 10 percent say they would completely stop 

working; 42 percent stated they would seek part-time work for enjoyment, and 10 percent 
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 said they would need it for income” (Schneider, Coun, & Zamer, 2006, p. 222). The current 

research study supports this statement in that the majority of the older workers in an 

academic setting were interested in remaining in the workforce and would not stop working 

current positions completely at that time. The finding that older workers would visit a career 

counselor to discuss part-time employment appears to support the research in this area as 

well in that they would like to continue to be involved in meaningful work, even after they 

stop working full time. As older workers make career planning and retirement decisions, it 

ismy hope that if they need assistance, they would consider visiting a career counselor or 

another career-planning service to provide support to them during this significant transition.  
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Appendix A. Invitation Letter 

Invitation letter to participants in the pilot study and final study 

Dear Prospective Participant, 

 

You are invited to participate in a dissertation research study that seeks to understand the current 
needs of individuals aged 50-75 in making career decisions during the traditional retirement 
years. The investigation is seeking to provide an empirical foundation for learning about the 
attitudes toward, willingness to, and experience in using career counseling and technology as 
individual’s 50-75 make decisions on whether or not to continue working beyond the traditional 
retirement years.  

 

Data for this exploration will be obtained via one demographic form and a survey instrument 
called the Mature Adult (50-75 years of age) Career Survey.  The questionnaire should be 
completed using paper and pencil method.  The demographic form asks for minimal information 
such as age, gender, and ethnicity.  The questionnaire will ask questions pertaining to your current 
needs, attitudes toward, willingness to, and experience using career counseling and technology. 

 

Completion of the assessment and demographic information will take approximately 20-25 
minutes. Your participation is voluntary. Your time and responses are greatly appreciated. By 
participating in the study, you are making a significant contribution to the research in career 
counseling not to mention a doctoral student that’s expecting her second child in September. In 
addition, your responses will enable counselors, human resource professionals, and others to 
develop services, programs, training, and workshops that meet the needs of individuals 50-75 
years of age. 

 

In accordance with North Carolina State University’s Institutional Review Board, your consent to 
participate is required and will be deemed given if you complete and return the survey.  If, at 
anytime during the course of your participation you wish to withdraw, you may do so without 
penalty.  Any information you have provided to that point will be destroyed.   
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If you have questions at any time about the study or the procedures, you may contact the 
researcher, Angie Smith, at 520 Poe Hall, NCSU or via email at 
iuppurdue@aol.com (please specify dissertation research in the subject line).  If you 
feel you have not been treated according to the descriptions in this form, or your rights as 
a participant in research have been violated during the course of this project, you may 
contact Deb Paxton, Regulatory Compliance Administrator, Box 7514, NCSU Campus 
(919/515-4514).  
 
Thank you for your time and consideration.  Your participation is greatly    appreciated. 
 
Best wishes always, 
Angela C. Smith 
 
Angela C. Smith 
Doctoral Candidate 
Department of Counselor Education 
North Carolina State University 
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Appendix B. Consent Form 

North Carolina State University 

INFORMED CONSENT FORM for RESEARCH 

(this letter was sent along with the hard copy version of the pilot study 
distribution) 

Title of Study:   Career Development for Mature Adults age 50-75  

Principal Investigator:   Angela C. Smith Faculty Sponsor:  Dr. Raymond Ting 

 

I am requesting your participation in a research study.  The purpose of this study is to 
explore the current needs of mature adults (50-75 years of age) in order to understand 
their attitudes toward, willingness to, and  experience using career counseling and 
technology to make career decisions. 

INFORMATION 

If you agree to participate in this study, you will be asked to complete one survey 
instrument, provide your age for screening purposes, and minimal demographic 
information.  The Adult (50-75 years of age) Career Development Scale is a 56 survey 
items and 12 demographic questions at the end that will take approximately 20 
minutes to complete.  In total, completing the demographic information and survey 
should take approximately 20-25 minutes. 

RISKS 

There are no known risks to participating in the proposed study beyond what may be 
experienced in everyday life. You are free to skip any question that makes you 
uncomfortable, and you may withdraw from the study

 

 at any point without penalty.  In 
the event that the participant(s) becomes unnerved by the survey topic or process, he 
or she will be permitted to terminate the assessment.  Should the participant be unable 
to continue, their materials will be destroyed. 
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BENEFITS 

The results gained from this research will provide insight and knowledge about the 
current needs of mature adults as the population makes decisions about whether or not 
to continue working during traditional retirement years.  Specifically, the survey aims 
to understand the types of career counseling preferred for individuals age 50-75 and 
attitudes and willingness to use career counseling and technology as a part of this 
decision-making process. Additionally, the benefits should offer ideas for potential 
services that would meet the needs of the population of interest. 

CONFIDENTIALITY 

The information in the study records will be kept confidential.  Data will be stored 
securely in a locked file, within this researcher’s office.  No reference will be made in 
oral or written reports which could link you to the study. In order to ensure the 
confidentiality of your data, consent forms and the data collection sheets will be 
collected and stored separately and will not be linked in anyway. 
 

COMPENSATION (if applicable) 

N/A 

CONTACT 

If you have questions at any time about the study or the procedures, you may contact 
the researcher, Angela C. Smith, at 520 Poe Hall, NCSU or via email at 
iuppurdue@aol.com (please specify dissertation research in the subject line).  If 
you feel you have not been treated according to the descriptions in this form, or your 
rights as a participant in research have been violated during the course of this project, 
you may contact Deb Paxton, Regulatory Compliance Administrator, Box 7514, 
NCSU Campus (919/515-4514). 
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PARTICIPATION 

Your participation in this study is voluntary; you may decline to participate 
without penalty.  If you decide to participate, you may withdraw from the study 
at any time without penalty and without loss of benefits to which you are 
otherwise entitled.  If you withdraw from the study before data collection is 
completed your data will be returned to you or destroyed at your request. 

CONSENT 

“I have read and understand the above information.  I have received a copy of 
this form.  I agree to participate in this study with the understanding that I may 
withdraw at any time.” If you agree to participate in the study, please complete 
and return the attached survey.  Please feel free to keep this form for your 
records. 
 

Subject's signature_________________________________Date _______________ 
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Appendix C. Pilot Study Survey Distributed Hard Copy 

 

 

 

 

Mature Adult (age 50-75) Career 
Development Survey 

 

 

 

 

Prepared for: Dissertation Research at North Carolina State 
University 

       

If you have questions at any time about the study or the procedures, you may contact the 
researcher, Angie Smith, at 520 Poe Hall, NCSU or via email at iuppurdue@aol.com. The 
chair of my dissertation committee is Dr. Raymond Ting at Raymond_ting@ncsu.edu.

mailto:iuppurdue@aol.com�
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PURPOSE OF SURVEY    

You are invited to participate in a dissertation research study that seeks to understand the 
current needs of individuals aged 50-75 in making career decisions during the traditional 
retirement years. The investigation is seeking to provide an empirical foundation for learning 
about the attitudes toward, willingness to, and experience in using career counseling and 
technology as individual’s 50-75 make decisions on whether or not to continue working 
beyond the traditional retirement years.  

 

CONFIDENTIALITY AND COMPLETION TIME 

• Please answer this survey as honestly as possible. Your individual responses are 
anonymous and will be kept totally confidential.  
 

• It should take approximately 20 minutes to complete the entire survey.  
 

• Please complete this survey as soon as you finish reading the instructions, and return it as 
soon as you have responded to all items.  
 

 

DEFINITIONS   . 

Below are a few definitions for you to review before you begin the survey: 

 

The Practice of Professional Counseling: “The application of mental health, psychological 
or human development principles, through cognitive, affective, behavioral or systematic 
intervention strategies, that address wellness, personal growth, or career development, as well 
as pathology”.(American Counseling Association) 
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Career counseling: “Counseling that focuses on career choices, especially the relationship 
between the needs of the clients and their vocational development over the lifespan” (Samuel 
Gladding, The Counseling Dictionary, 2001, p. 20). Career counseling can include reviewing 
and refining career options, taking career assessments to understand client’s interests, 
personality, etc., identifying jobs and resources within a particular field or location, and/or 
developing resumes, cover letters and other job search documentation for job searches. 

 

Individual (one-on-one) counseling: Counseling appointment or session with one client and 
counselor. 

 

Group counseling: Two or more clients meeting with one or two counselors in a group 
setting. 

 

Counseling using technology: When a counselor uses electronic or computer based 
assessments, programs, or equipment (such as an i-pod, podcast, etc.) to deliver career 
counseling information. For example, when a career counselor provides counseling to a client 
from a distance at a remote location via telephone, computer, or other electronic source.  

 

Post-retirement: the time period after you retire. 

INSTRUCTIONS 

1. Review the definitions above and begin to answer the questions starting on page three. For 
questions    1-44, circle the number that best describes you and/or your current situation from (1) 
strongly disagree, (2) somewhat disagree, (3) indifferent, (4) somewhat agree, (5) strongly agree, 
or (0) do not know. For questions 45-53, please circle the response that fits you best based on the 
scale provided. The last set of questions is write in questions; please briefly write your comments. 
Demographic questions follow. 
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1 If the service was offered for free, I 
would seek advice from a career 
counselor to explore my options for 
future careers post-retirement. 

1        2       3      4        5      0 

2 If the service was not free, I would 
seek advice from a career counselor 
to explore my options for future 
careers post-retirement. 

1        2       3      4        5      0 

3 I would seek advice from a career 
counselor to explore volunteer 
activities post-retirement. 

1        2       3      4        5      0 

4 I expect to encounter barriers when 
seeking post-retirement 
employment. 
 

1        2       3      4        5      0 

5 It is important to me to continue 
working during traditional 
retirement years (i.e., 65+ years of 
age). 

1        2       3      4        5      0 

6 It is important for me to contact a 
professional counselor to assist in 
making post-retirement career 
decisions. 

1        2       3      4        5      0 

7 Pursuing my career interests would 
bring me satisfaction during 
retirement. 

1        2       3      4        5      0 

8 Pursuing my volunteer interests 
would bring me satisfaction during 
retirement.  

1        2       3      4        5      0 

9 I am confident I can make the right 
decision regarding a post-
retirement career. 

1        2       3      4        5      0 
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10 I have a specific career field in 
mind for my post-retirement 
career. 

1        2       3      4      5      0 

11 I have some uncertainty about 
making career decisions post-
retirement. 

1        2       3      4      5      0 

12 I have plans for what I will do 
post-retirement. 1        2       3      4      5      0 

13 If I had an issue that I was 
struggling with, I would seek 
advice from a career counselor. 

1        2       3      4      5      0 

 

14 

During my post-retirement 
career, I would prefer the same 
line of work that I am currently 
in. 

1        2       3      4      5      0 

 

15 

I would prefer to change my 
current career post-retirement. 

1        2       3      4      5      0 

16 I plan to work post-retirement in 
something different than my 
current career. 

1        2       3      4      5      0 

17 There are goals that I have yet to 
obtain in my career. 

1        2       3      4      5      0   

18 I have personal goals that I want 
to accomplish post-retirement. 

1        2       3      4      5      0 

19 I have career goals that I want to 
accomplish post-retirement. 

1        2       3      4      5      0 

20 I would be willing to obtain 
training or return to school in 
order to pursue a new career 
post-retirement. 

1        2       3      4      5      0 

21 I have seen a career counselor 
for career advice. 1        2       3      4      5      0 
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22 I have friends who have seen a 
career counselor. 1        2       3      4      5      0 

23 In making a transition into 
retirement, my family members 
will be my primary moral 
support system. 

1        2       3      4      5      0 
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24 When I was younger, I thought I 
would eventually retire. 
 

1        2             3      4      5      0 

25 My family would be supportive 
of me attending a meeting with a 
career counselor. 

1        2            3      4      5      0 

26 I have been satisfied with my 
career decisions. 

1        2            3      4      5      0 

27 If I could go back and change 
my jobs or career path, I would. 

1        2            3      4      5      0 

28 I would use technology, such as 
a computer-based system, to 
explore options for future post-
retirement careers.  

1        2            3      4      5      0 

29 I use computers in my every day 
life. 1        2           3      4      5      0 

30 

 

 

 

I would use technology, such as 
a computer-based system, to 
explore options for volunteer 
activities post-retirement.  

1        2           3      4      5      0 
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34 

If I were to receive post-
retirement career planning 
assistance, I would be willing to 
use technology (e.g., email) to 
discuss my options with a 
career counselor.  

1        2       3      4      5      0            

35 If I were to receive post-
retirement career planning 
assistance, I would prefer to use 
technology (e.g., email) to 
discuss my options with a 
career counselor. 

1        2       3      4      5      0 

36 

 

 

 

 

I would be willing to attend a 
workshop to receive post-
retirement career planning 
assistance. 

1        2       3      4      5      0 

   

   

31 If I were to receive post-
retirement career planning 
assistance, I would prefer 
meeting with a career counselor 
individually (one-on-one 
appointment). 

1        2       3      4      5      0 

32 If I were to receive post-
retirement career planning 
assistance, I would prefer to 
meet in a group setting with 
others seeking post-retirement 
career planning assistance. 

1        2       3      4      5      0 

33 If I were to receive post-
retirement career planning 
assistance, I would be willing to 
use technology to review career 
options. 

1        2       3      4      5      0 
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37 

I would be willing to pay ($30-
50) to discuss career options 
with a career counselor. 

1        2       3      4      5      0 

38 I would be willing to pay ($60-
90) to discuss career options 
with a career counselor. 

1        2       3      4      5      0 

39 I would not be willing to pay to 
discuss career options with a 
career counselor. 

1        2       3      4      5      0 

40 I would feel comfortable talking 
about post-retirement jobs with 
a career counselor.  

1        2       3      4      5      0 

41 I would feel comfortable talking 
about post-retirement jobs with 
a Human Resources (HR) 
representative at my current 
employer. 

1        2       3      4      5      0 

42 I would feel comfortable talking 
about post-retirement jobs with 
my family. 

1        2       3      4      5      0 

43 I would feel comfortable talking 
about post-retirement jobs with 
my friends. 

1        2       3      4      5      0 

44 I intend to talk about post-
retirement jobs with a career 
counselor. 

1        2       3      4      5      0 
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4
5 

What age do you plan to stop working? 1     2     3     4     5       6      7      
8     9     
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4
6
  

What is the likelihood that you would see a career counselor 
to discuss post-retirement work? 

1     2     3     
4     5      

 

 

47 

 
 
 
If I visited a career counselor, I would be interested 
in:  
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A Discussing a career change  1        2       3      
4      5      0 

B 

 

Resume and cover letter assistance 
 1        2       3      

4      5      0 

C Job availability near my home 1        2       3      
4      5      0 
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D Availability of part-time positions 
 1        2       3      

4      5      0 

E Availability of full-time positions 
 1        2       3      

4      5      0 

F Job search assistance 
 1        2       3      

4      5      0 

G Other (please specific) 
 
__________________________________________
_______________________ 
  

 

48. Please rank order the following in terms of the anticipated time spent during retirement on 
these activities:  

 * Working full-time 

 * Working part-time 

 * Volunteering 

 * Caring for others (grandkids, parents, etc.) 

 * Traveling 

 * Other (please specify) 

 #1 (MOST time spent)     ________________________________ 

 #2                                     ________________________________                          

 #3                                     ________________________________                             

 #4                                     ________________________________ 

 #5                                     ________________________________ 

 #6 (LEAST time spent)    _________________________________ 
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49  For my work, I use the computer for 

Email 

Internet 

Power Point 

Microsoft Office 

     

1     2          3     4     5       

1     2         3     4     5  

1     2         3     4     5       

1     2         3     4     5       
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50 In my personal life at home, I use the 
computer for Email………........................ 
 
Internet…………………………………… 
 
Power Point…………………………........ 
 
Microsoft Office………………………… 
 
Facebook………………………………….. 
 
Twitter…………………………………..... 
 
MySpace………………………………..... 
 

 

1     2     3     4      5  

1     2     3     4      5       
 

 1     2     3     4     5       

1     2     3     4      5  

1     2     3     4      5      

 

1     2     3     4      5  

1     2     3     4      5       
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Please circle one: 

 

 

51 How many times have you seen 
a career counselor in the past? 

0     1     2     3     4  or more 
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52 How much experience do you have using: 
a. Computers 

 
b. The Internet 

 
c.  Email  

 
d. Social networking sites (e.g., Facebook, 

Twitter) 
 

e. Personal Digital Assistants (PDAs) 

 

    1     2     3 

    1     2     3 

    1     2     3 

 

    1     2     3 

    1     2     3 
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53 On a scale from 1-9 
where would you rate 
your level of computer 
proficiency? (1 is “not 
at all proficient” and 9 
is “highly proficient”) 
 

 1       2      3      4      5     6     7       8     9     

 

Write-in questions: please briefly answer the questions below. 

 

54. At the current stage of your career looking forward, what does “career development” mean 
to you? 
 
 
 
 
 

55. What are your career development goals for the future? 
 
 
 
 
 

56. What challenges do you currently face (or expect to face) in achieving your future career 
development goals? 
 
 
 
 

57. What services could a career counselor provide to you to help you achieve your future 
career development goals? 
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58. Has the state of the economy had an impact on your decision to retire? Yes, No, Do Not 
Know. If yes, how or in what way?  
 
 
 
 
 

59. At what age do you intend to retire? _______ years 
 

 

 

 

Demographic Information 
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1   Gender 1     2 
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2
   

Ethnicity 1     2       3            4          5      6     7         8 

Multicultural: _______________________ 

Other:_____________________________ 
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3 

 
Please indicate your age_______________years 

  

un
de

r 
20

,0
00

 

20
,0

00
–

29
,9

99
 

30
,0

00
–

39
,9

99
 

40
,0

00
–

49
,9

99
 

50
,0

00
–

59
,9

99
 

60
,0

00
–

69
,9

99
 

70
,0

00
-

79
,9

99
 

80
,0

00
-

89
,9

99
 

90
,0

00
-

99
,9

99
 

ab
ov

e 
10

0,
00

0 

4
   

Current 
INDIVIDUAL 
annual income 

    1     2          3         4          5         6         7           8        9         10     
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5
   

Current 
HOUSEHOLD 
annual income 

1            2              3               4             5      
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6
   

Marital 
status 

 1     2     3     4      

 

7.     Family who live with you and are financially supported by you (circle all that apply): 

Children (if so, how many)  ______________________ 

Mother-in-law 

Mother 

Father-in-law 

Father 

 

 

Brother (s) 

Sister (s) 

Uncle 

Aunt 

 

 

Friend 

Grandchildren 

Other (write-in)/relationship 
(for example) foster children 
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8
   

Highest level of education     1       2           3      4     5      6     7      8    

Other:______________________ 

 

9 

 
 
Circle one response: Y

ES
 

N
O

 

 

a
   

Currently employed? 1     2      

b
   

Do you currently have more than one job? 1     2      

 

10 

 
Please provide information about your employment 

a
   

Current “primary” POSITION/TITLE: 

___________________________________________________ 

b
   

Current “primary” EMPLOYER: 

___________________________________________________ 

C Length of employment for your primary employer (number of months/years): 

In current position:____________________ 

 

In current company:____________________ 
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11 Number of hours you 
work per week at your 
primary place of 
employment 

1     2     3     4     5       6      7     8     9   
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a  Do you have any ACUTE health concerns?   1     2       3     4      

B Do you have any CHRONIC health 
concerns? 

 1     2       3     4 

 
 

END OF SURVEY 

 

When you are finished, place the survey in the provided envelope, seal the envelope, write the 
word “complete” across the seal and send back to Angie Smith. THANK YOU FOR YOUR 
COOPERATION and contributing to the research. I truly appreciate your time.  
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Appendix D. Preference to Change Career Postretirement Score 

Preference to Change Career Postretirement Score 
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Appendix E. Willingness to Pay Score 

 

 

 

 

 

 



 

182 
 

Appendix F. Willingness to Use Tech for Counseling Score 
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Appendix G. Confidence in Plans Score 
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Appendix H. Interest in Postretirement Work Score 

 

Interest in Postretirement work Score 
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Appendix I. Willingness to Seek Career Counseling Score 
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Appendix J. Preference to Use Tech for Counseling Score 

 

 

 

 

 

 

 



 

187 
 

Appendix K. Perceived Barriers to Postretirement Work Score 

 

 

 

 

 

 

 

Barriers to postretirement work Score 
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Appendix L. Social Network Perceptions Score 

 
Appendi x 
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Appendix M. Statistics  

  
Preference to 

change career 

postretirement 

Score 

Willingn

ess to 

pay 

Score 

Confide

nce in 

plans 

Score 

Interest in 

postretirement 

work Score 

Willingness 

to seek 

career 

counseling 

Score 

Willingness 

to use tech 

for 

counseling 

Score 

Preference 

to use tech 

for 

counseling 

Score 

Perceived 

barriers to 

postretirement 

work Score 

Social network 

perceptions 

Score 

N Valid 222 222 222 222 222 222 222 222 222 

Missing 0 0 0 0 0 0 0 0 0 

Mean 2.7237 2.3975 3.6520 3.7331 2.6745 4.5574 3.0056 3.2586 2.4831 

Std. Error 

of Mean 
.07928 .07987 .06289 .06205 .06572 .04246 .07004 .06810 .04506 

Median 2.6667 2.0000 3.7500 3.7500 2.7500 4.7500 3.0000 3.4000 2.5000 

Std. 

Deviation 
1.18128 1.19004 .93706 .92446 .97925 .63265 1.04358 1.01464 .67141 

Variance 1.395 1.416 .878 .855 .959 .400 1.089 1.029 .451 

Skewness .248 .511 -.422 -.405 -.231 -2.261 -.083 -.335 -.248 

Std. Error 

of 

Skewness 

.163 .163 .163 .163 .163 .163 .163 .163 .163 

Kurtosis -.982 -.860 -.513 -.647 -.716 6.916 -.500 -.514 -.398 
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Appendix M Continued 

        

 

Preference to 

change career 

postretirement 

Score 

Willingn

ess to 

pay 

Score 

Confide

nce in 

plans 

Score 

Interest in 

postretirement 

work Score 

Willingness 

to seek 

career 

counseling 

Score 

Willingness 

to use tech 

for 

counseling 

Score 

Preference 

to use tech 

for 

counseling 

Score 

Perceived 

barriers to 

postretirement 

work Score 

Social network 

perceptions 

Score 

Std. Error 

of Kurtosis 
.325 .325 .325 .325 .325 .325 .325 .325 .325 

Range 4.00 4.00 3.75 3.50 4.00 4.00 4.00 4.00 3.00 

         

Minimum 1.00 1.00 1.25 1.50 1.00 1.00 1.00 1.00 1.00 

Maximum 5.00 5.00 5.00 5.00 5.00 5.00 5.00 5.00 4.00 
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Appendix N.5-factor EFA Solution (N = 222) 

Total Variance Explained 

Factor 

Initial Eigenvalues 
Extraction Sums of Squared 

Loadings 

Rotation 
Sums of 
Squared 
Loadings 

Total 
% of 

Variance 
Cumulative 

% Total 
% of 

Variance 
Cumulative 

% Total 

1 6.416 17.821 17.821 5.919 16.442 16.442 5.375 

2 4.506 12.517 30.338 4.062 11.282 27.724 4.432 

3 3.524 9.789 40.127 3.071 8.530 36.255 3.261 

4 2.847 7.908 48.035 2.336 6.489 42.744 2.826 

5 2.476 6.879 54.914 2.000 5.557 48.301 3.030 

6 1.814 5.038 59.953     

7 1.532 4.254 64.207     

8 1.272 3.534 67.741     

9 1.130 3.138 70.879     

10 1.022 2.838 73.717     

11 .835 2.319 76.035     

12 .750 2.083 78.119     

13 .708 1.966 80.085     

 Note. Remainder of table was truncated. Extraction Method: Principal Axis Factoring. 
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Appendix O. 5-factor EFA Pattern Matrix 

Item 
Factor 

1 2 3 4 5 

pay2 .836     

pay1 .797     

pay3 .722     

will2 .676     

pay4r .628     

will1 .612     

tecwil1 .598  .449   

tecwil3 .581  .434   

will3 .541     

tecwil4 .513  .434   

conf3r -.451     

will4 .357     

bar2  .847    

bar3  .840    

bar4  .746    

bar1  .744    

bar5  .682    

socnet1      
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Appendix O Continued     

tecpref2   .819   

tecpref1   .792   

tecpref4r   .753   

tecpref3r   .750   

tecwil2      

att4    .797  

att3    .643  

att2    .619  

att1    .594  

conf2    .582  

conf4    .416  

conf1    .327  

pref2     -.781 

pref3     -.709 

pref1r     -.707 

socnet3  -.454   .515 

socnet4  -.439   .478 

socnet2  -.350   .451 

Note. Extraction Method was Principal Axis Factoring.  Rotation Method 
was Promax with Kaiser Normalization. 
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Appendix P. Final Version of the Electronic Survey 

 

 

 

 

 

 

 

 



Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

North Carolina State University
INFORMED CONSENT FORM for RESEARCH

Title of Study: Career Development for Adults age 50-75 

Principal Investigator: Angela C. Smith 
Faculty Sponsor: Dr. Raymond Ting

I am requesting your participation in a research study. The purpose of this study is to explore the 
current needs of mature adults (50-75 years of age) in order to understand their attitudes toward, 
willingness, and experience using career counseling and technology to make career decisions.

INFORMATION
If you agree to participate in this study, you will be asked to complete one survey instrument, provide 
your age for screening purposes, and minimal demographic information. The Mature Adult Career 
Development Scale consists of both survey items and demographic questions. In total, completing the 
demographic information and survey should take approximately 15-20 minutes.

RISKS
There are no known risks to participating in the proposed study beyond what may be experienced in 
everyday life. You are free to skip any question that makes you uncomfortable, and you may withdraw 
from the study at any point without penalty. In the event that the participant(s) becomes unnerved by 
the survey topic or process, he or she will be permitted to terminate the assessment. Should the 
participant be unable to continue, their materials will be destroyed.

BENEFITS
The results gained from this research will provide insight and knowledge about the current needs of 
mature adults as the population makes decisions about whether or not to continue working during 
traditional retirement years. Specifically, the survey aims to understand the types of career counseling 
preferred for individuals age 50-75 and attitudes and willingness to use career counseling and technology 
as a part of this decision-making process. Additionally, the benefits should offer ideas for potential 
services that would meet the needs of the population of interest.

CONFIDENTIALITY
The information in the study records will be kept confidential. Data will be stored securely in a locked 
file, within this researcher’s office. No reference will be made in oral or written reports which could link 
you to the study. In order to ensure the confidentiality of your data, no personal identifying information 
(e.g. email address)will be linked to your survey responses.

CONTACT
If you have questions at any time about the study or the procedures, you may contact the researcher, 
Angela C. Smith, at 520 Poe Hall, NCSU or via email at iuppurdue@aol.com (please specify dissertation 
research in the subject line). If you feel you have not been treated according to the descriptions in this 
form, or your rights as a participant in research have been violated during the course of this project, you 
may contact Deb Paxton, Regulatory Compliance Administrator, Box 7514, NCSU Campus (919/515-
4514).

PARTICIPATION
Your participation in this study is voluntary; you may decline to participate without penalty. If you 
decide to participate, you may withdraw from the study at any time without penalty and without loss of 
benefits to which you are otherwise entitled. If you withdraw from the study before data collection is 
completed your data will be returned to you or destroyed at your request.

1. Informed Consent
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:
CONSENT
“I have read and understand the above information. I agree to participate in this study with the 
understanding that I may withdraw at any time.”  

If you agree to participate in the study, please click the link below to proceed to the survey. Otherwise, 
please close the browser.
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

PURPOSE OF SURVEY .
You are invited to participate in a dissertation research study that seeks to understand the current 
needs of individuals aged 50-75 in making career decisions during the traditional retirement years. The 
investigation is seeking to provide an empirical foundation for learning about the attitudes toward, 
willingness to, and experience in using career counseling and technology as individual’s 50-75 make 
decisions on whether or not to continue working into the traditional retirement years. 

CONFIDENTIALITY AND COMPLETION TIME
• Please answer this survey as honestly as possible. Your individual responses are anonymous and will be 
kept totally confidential. 

• It should take approximately 15-20 minutes to complete the entire survey. 

• Please complete this survey as soon as you finish reading the instructions, and click the "done" button 
as soon as you have responded to all items. 

DEFINITIONS .
Below are a few definitions for you to review before you begin the survey:

The Practice of Professional Counseling: “The application of mental health, psychological or human 
development principles, through cognitive, affective, behavioral or systematic intervention strategies, 
that address wellness, personal growth, or career development, as well as pathology”.(American 
Counseling Association)

Career counseling: “Counseling that focuses on career choices, especially the relationship between the 
needs of the clients and their vocational development over the lifespan” (Samuel Gladding, The 
Counseling Dictionary, 2001, p. 20). Career counseling can include reviewing and refining career options, 
taking career assessments to understand client’s interests, personality, etc., identifying jobs and 
resources within a particular field or location, and/or developing resumes, cover letters and other job 
search documentation for job searches.

Counseling using technology: When a counselor uses electronic or computer based assessments, 
programs, or equipment (such as an i-pod, podcast, etc.) to deliver career counseling information. For 
example, when a career counselor provides counseling to a client from a remote location via telephone, 
computer, or other electronic source. 

Post-retirement: the time period after you retire.

Retired: withdrawn from one's position or occupation : having concluded one's working or professional 
career (Merriam Webster on-line). 

INSTRUCTIONS

1. Review the definitions above before moving on to answer the following questions. For the following 
questions, please select the appropriate response by clicking on the bubble that best describes you 
and/or your current situation. 

2. Directions and definitions
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. If I were to continue to work post-retirement,  

2. Please select the most appropriate response below.

3. Please select the most appropriate response for each question.

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

I would prefer the 

same line of work that 

I am currently in.

nmlkj nmlkj nmlkj nmlkj nmlkj

I would prefer to 

change my current 

career at that time.

nmlkj nmlkj nmlkj nmlkj nmlkj

I plan to work post-

retirement in 

something different 

than my current 

career.

nmlkj nmlkj nmlkj nmlkj nmlkj

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

Even if there is a 

charge for services, I 

would seek advice 

from a career 

counselor to explore 

my options for future 

careers post-

retirement.

nmlkj nmlkj nmlkj nmlkj nmlkj

I would be willing to 

pay ($30-50) to 

discuss career options 

with a career 

counselor.

nmlkj nmlkj nmlkj nmlkj nmlkj

I would be willing to 

pay ($60-90) to 

discuss career options 

with a career 

counselor.

nmlkj nmlkj nmlkj nmlkj nmlkj

I would not be willing 

to pay to discuss 

career options with a 

career counselor.

nmlkj nmlkj nmlkj nmlkj nmlkj

Other 
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Please select the best response below.

2. Please select the best response below.

4. Questions continued

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

I am confident I can 

make the right 

decision regarding a 

post-retirement career.

nmlkj nmlkj nmlkj nmlkj nmlkj

I have a specific career 

field in mind for my 

post-retirement career.

nmlkj nmlkj nmlkj nmlkj nmlkj

I have some 

uncertainty about 

making career 

decisions post-

retirement.

nmlkj nmlkj nmlkj nmlkj nmlkj

I have plans for what I 

will do post-retirement.
nmlkj nmlkj nmlkj nmlkj nmlkj

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

It is important to me 

to continue working 

during traditional 

retirement years (i.e, 

65+ years of age).

nmlkj nmlkj nmlkj nmlkj nmlkj

Pursuing my career 

interests would bring 

me satisfaction during 

retirement.

nmlkj nmlkj nmlkj nmlkj nmlkj

There are goals that I 

have yet to obtain in 

my career.

nmlkj nmlkj nmlkj nmlkj nmlkj

I have career goals 

that I want to 

accomplish post-

retirement.

nmlkj nmlkj nmlkj nmlkj nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Please select one response below.

5. Questions continued

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

I would seek advice 
from a career 

counselor to explore 

volunteer activities 

post-retirement.

nmlkj nmlkj nmlkj nmlkj nmlkj

It is important for me 

to contact a 

professional counselor 

to assist in making 

post-retirement career 

decisions.

nmlkj nmlkj nmlkj nmlkj nmlkj

If I had a major 

employment concern 

(e.g. layoff)that I was 

struggling with, I would 

seek advice from a 

career counselor.

nmlkj nmlkj nmlkj nmlkj nmlkj

If I had a minor 

employment concern 

(e.g. resume 

assistance), I would 

seek advice from a 

career counselor.

nmlkj nmlkj nmlkj nmlkj nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Please select a response below.

6. Questions continued

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

I would use 

technology, such as a 

computer-based 

system, to explore 

options for future 

post-retirement 

careers.

nmlkj nmlkj nmlkj nmlkj nmlkj

I use computers in my 

everyday life.
nmlkj nmlkj nmlkj nmlkj nmlkj

I would use 

technology, such as a 

computer-based 

system, to explore 

options for volunteer 

activities post-

retirement.

nmlkj nmlkj nmlkj nmlkj nmlkj

If I were to receive 

post-retirement career 

planning assistance, I 

would be willing to use 

technology to review 

career options.

nmlkj nmlkj nmlkj nmlkj nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Please select the appropriate response below.

7. Questions continued

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

I would prefer using 

technology (rather 

than meeting face-to-

face) to explore 

options for future 

post-retirement 

careers.

nmlkj nmlkj nmlkj nmlkj nmlkj

I would prefer using 

technology (rather 

than meeting face-to-

face) to explore 

options for volunteer 

activities post-

retirement.

nmlkj nmlkj nmlkj nmlkj nmlkj

I would prefer meeting 

face-to-face (rather 

than use technology) 

to explore options for 

future post-retirement 

careers.

nmlkj nmlkj nmlkj nmlkj nmlkj

I would prefer meeting 

face-to-face (rather 

than use technology) 

to explore options for 

volunteer activities 

post-retirement.

nmlkj nmlkj nmlkj nmlkj nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. If I wanted to work post-retirement, 

8. Questions continued

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

I would expect to 

encounter barriers 

finding a position.

nmlkj nmlkj nmlkj nmlkj nmlkj

my age would limit my 

job opportunities.
nmlkj nmlkj nmlkj nmlkj nmlkj

I would be at a 

disadvantage 

competing with 

younger applicants.

nmlkj nmlkj nmlkj nmlkj nmlkj

it would be challenging 

to find resources (e.g., 

contacts) to help 

secure a position.

nmlkj nmlkj nmlkj nmlkj nmlkj

it would be difficult to 

locate available jobs of 

interest to me.

nmlkj nmlkj nmlkj nmlkj nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. What age do you plan to stop working?

9. Please select the response that best describes you.

*
Below 50

 
nmlkj

50-55
 

nmlkj

56-60
 

nmlkj

61-65
 

nmlkj

66-70
 

nmlkj

71-75
 

nmlkj

Above 75
 

nmlkj

Never stop
 

nmlkj

Cannot judge
 

nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Please select the most appropriate response.

10. Questions continued

*
  None One or Two Several Many

How many family 

members do you have 

who could open doors 

for you to future 

employment 

opportunities?

nmlkj nmlkj nmlkj nmlkj

How many friends do 

you have who could 

open doors for you to 

future employment 

opportunities?

nmlkj nmlkj nmlkj nmlkj

How many professional 

contacts do you have 

who could open doors 

to future employment 

opportunities?

nmlkj nmlkj nmlkj nmlkj

How many individuals 

do you have access to 

(either directly or 

indirectly) who could 

open doors for you to 

future employement 

opportunities?

nmlkj nmlkj nmlkj nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. What is the liklihood that you would see a career counselor to discuss 
post-retirement work? 

11. Questions continued

*

0 percent
 

nmlkj

25 percent
 

nmlkj

50 percent
 

nmlkj

75 percent
 

nmlkj

100 percent
 

nmlkj

206



Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. If you visited a career counselor, how interested would you be in 

12. 

*
  Not at all interested Somewhat interested Interested Very interested

Discussing a career 

change
nmlkj nmlkj nmlkj nmlkj

Resume and cover 

letter assistance
nmlkj nmlkj nmlkj nmlkj

Job availability near 

my home
nmlkj nmlkj nmlkj nmlkj

Availability of part-time 

positions
nmlkj nmlkj nmlkj nmlkj

Availability of full-time 

positions
nmlkj nmlkj nmlkj nmlkj

Job search assistance nmlkj nmlkj nmlkj nmlkj

Return to school nmlkj nmlkj nmlkj nmlkj

Training opportunities nmlkj nmlkj nmlkj nmlkj

Other nmlkj nmlkj nmlkj nmlkj

Other (please specify)
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

Individual (one-on-one) counseling: Counseling appointment or session with one client and counselor. 

Group counseling: Two or more clients meeting with one or two counselors in a group setting.

Workshops: A structured setting where resources and information is provided by an instructor or expert.

1. If I visited a career counselor, I would be willing to (select all that apply)

2. If you chose to meet with a career counselor, which of these activities 
would you prefer (select one option)

3. Please select the appropriate response below.

13. Directions and definitions

*

*

*
  Strongly Disagree

Somewhat 

Disagree
Indifferent Somewhat Agree Strongly Agree

I would prefer a one-

on-one session to a 

group session.

nmlkj nmlkj nmlkj nmlkj nmlkj

I would prefer a group 

session to a workhop.
nmlkj nmlkj nmlkj nmlkj nmlkj

I would prefer a 

workshop to a one-on-

one session.

nmlkj nmlkj nmlkj nmlkj nmlkj

Attend an individual (one-on-one) session
 

gfedc

Attend a group session
 

gfedc

Attend a workshop
 

gfedc

Attend an individual (one-on-one) session
 

nmlkj

Attend a group session
 

nmlkj

Attend a workshop
 

nmlkj

Other 

Other 
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Please select the activity below that you envision spending the MOST time 
performing during traditional retirement years

2. For my WORK, I use the computer for 

14. Questions continued

*

*
  Never Rarely Sometimes Often Frequently

Email nmlkj nmlkj nmlkj nmlkj nmlkj

Internet nmlkj nmlkj nmlkj nmlkj nmlkj

Power Point nmlkj nmlkj nmlkj nmlkj nmlkj

Microsoft Office nmlkj nmlkj nmlkj nmlkj nmlkj

Working full-time
 

nmlkj

Working part-time
 

nmlkj

Volunteering
 

nmlkj

Caring for others (grandkids, parents, etc.)
 

nmlkj

Traveling
 

nmlkj

Other (please specify)
 

 
nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

Select the most appropriate response for each question below

1. In my personal life at home, I use the computer for

2. How much experience do you have using

3. How many times have you seen a career counselor in the past?

15. Questions continued

*
  Never Rarely Sometimes Often Frequently

Email nmlkj nmlkj nmlkj nmlkj nmlkj

Internet nmlkj nmlkj nmlkj nmlkj nmlkj

Power Point nmlkj nmlkj nmlkj nmlkj nmlkj

Microsoft Office nmlkj nmlkj nmlkj nmlkj nmlkj

Social networking sites 

(e.g. Facebook, 

Twitter, MySpace, 

LinkedIn)

nmlkj nmlkj nmlkj nmlkj nmlkj

*
  No experience Average experience A lot of experience

Computers nmlkj nmlkj nmlkj

The Internet nmlkj nmlkj nmlkj

Email nmlkj nmlkj nmlkj

Social Networking sites 

(e.g., Facebook, 

Twitter, MySpace, 

LinkedIn)

nmlkj nmlkj nmlkj

Personal Digital 

Assistants (PDAs)
nmlkj nmlkj nmlkj

*
0
 

nmlkj

1
 

nmlkj

2
 

nmlkj

3
 

nmlkj

4
 

nmlkj

5+
 

nmlkj

Other 
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. On a scale from 1-9, where would you rate your level of computer 
proficiency? (1 is "not at all proficient" and 9 is "highly proficient")

16. Continued questions

*

1 Not at all proficient
 

nmlkj

2
 

nmlkj

3
 

nmlkj

4
 

nmlkj

5
 

nmlkj

6
 

nmlkj

7
 

nmlkj

8
 

nmlkj

9 Highly proficient
 

nmlkj

Other 
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

This page includes several write in questions; please briefly type your comments into the text box 
provided under each question. 

1. At the current stage of your career looking forward, what does "career 
development" mean to you?

2. What are your career development goals for the future?

3. What challenges do you currently face (or expect to face) in achieving 
your future career development goals?

4. What services could a career counselor provide to you to help you 
achieve your future career development goals?

5. Has the state of the economy had an impact on your decision to retire? 
Yes, No, Do not know. If yes, how and in what way?

6. How many more years do you plan to work before retiring?

7. I am already retired

17. Write in questions

*

*

*

*

*

*

*

already retired
 

nmlkj

0-5 years
 

nmlkj

5-10 years
 

nmlkj

10-15 years
 

nmlkj

15-20 years
 

nmlkj

I do not plan on retiring
 

nmlkj

Yes
 

nmlkj

No
 

nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

Demographic questions follow. Select the appropriate response for each question.

1. Gender

2. Ethnicity

3. Please indicate your age in years (e.g., 55)

18. Demographic Information

*

*

Female
 

nmlkj

Male
 

nmlkj

African American
 

nmlkj

American Indian/Native American
 

nmlkj

Asian American
 

nmlkj

Caucasian/European American (non-Hispanic)
 

nmlkj

Chicana/Hispanic/Latina
 

nmlkj

Multicultural
 

nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Current INDIVIDUAL annual income 

2. Current HOUSEHOLD annual income

19. Demographic questions continued

Below 20,000
 

nmlkj

20,000-39,999
 

nmlkj

40,000-59,999
 

nmlkj

60,000-79,999
 

nmlkj

80,000-99,999
 

nmlkj

100,000-119,999
 

nmlkj

120,000-139,999
 

nmlkj

140,000-159,999
 

nmlkj

160,000-179,999
 

nmlkj

180,000-199,999
 

nmlkj

Above 200,000
 

nmlkj

Below 20,000
 

nmlkj

20,000-39,999
 

nmlkj

40,000-59,999
 

nmlkj

60,000-79,999
 

nmlkj

80,000-99,999
 

nmlkj

100,000-119,999
 

nmlkj

120,000-139,999
 

nmlkj

140,000-159,999
 

nmlkj

160,000-179,999
 

nmlkj

180,000-199,999
 

nmlkj

Above 200,000
 

nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Marital status

2. Family who are financially supported by you (select all that apply)

20. Demographics continued

*

*

Single (no previous marriage or partnership)
 

nmlkj

Single (divorced)
 

nmlkj

Widowed
 

nmlkj

Married/Partner
 

nmlkj

Other (please specify)

Spouse
 

gfedc

Children
 

gfedc

Mother-in-law
 

gfedc

Father-in-law
 

gfedc

Father
 

gfedc

Mother
 

gfedc

Brother(s)
 

gfedc

Sister(s)
 

gfedc

Uncle
 

gfedc

Aunt
 

gfedc

Friend
 

gfedc

Grandchildren
 

gfedc

None (I financially support no one)
 

gfedc

Other (please specify)
 

 
gfedc
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Highest level of education

2. Are you currently employed?

3. Do you currently have more than one job?

21. Demographic questions continued

*

*

*

No high school diploma
 

nmlkj

High school diploma or GED
 

nmlkj

Some college
 

nmlkj

Associate's degree
 

nmlkj

Bachelor's degree
 

nmlkj

Master's degree
 

nmlkj

Doctorate degree
 

nmlkj

Other (please specify)
 

 
nmlkj

Yes
 

nmlkj

No
 

nmlkj

Yes
 

nmlkj

No
 

nmlkj

Other (please specify)
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Which of the following best describes the industry of your primary 
employer?

22. Demographic information continued

*

Agriculture, Food, and Natural Resources
 

nmlkj

Architecture and Construction
 

nmlkj

Arts, Audio and Video Technical and Communications
 

nmlkj

Business, Management, and Administration
 

nmlkj

Education and Training
 

nmlkj

Finance
 

nmlkj

Government and Public Administration
 

nmlkj

Health Sciences
 

nmlkj

Hospitality and Tourism
 

nmlkj

Human Services
 

nmlkj

Information Technology
 

nmlkj

Law, Public Safety, and Corrections & Security
 

nmlkj

Manufacturing
 

nmlkj

Marketing, Sales, and Service
 

nmlkj

Science, Technology, Engineering, and Math
 

nmlkj

Transportation, Distribution, and Logistics
 

nmlkj

Other (please specify)
 

 
nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

2. Which of the following best describes your primary position/job family?*
Architecture and Engineering

 
nmlkj

Arts, Design, Entertainment, Sports, and Media
 

nmlkj

Building, Grounds cleaning, and Maintenance
 

nmlkj

Business and Financial Operations
 

nmlkj

Community and Social Services
 

nmlkj

Computer and Mathematical
 

nmlkj

Construction and Extraction
 

nmlkj

Education, Training, and Library
 

nmlkj

Farming, Fishing, and Forestry
 

nmlkj

Food Preparation and Serving Related
 

nmlkj

Healthcare Practitioners and Technical
 

nmlkj

Healthcare Support
 

nmlkj

Installation, Maintenance, and Repair
 

nmlkj

Legal
 

nmlkj

Life, Physical, and Social Science
 

nmlkj

Management
 

nmlkj

Military Specific
 

nmlkj

Office and Administrative Support
 

nmlkj

Personal Care and Services
 

nmlkj

Production
 

nmlkj

Protective Services
 

nmlkj

Sales and Related
 

nmlkj

Transportation and Material Moving
 

nmlkj

Other (please specify)
 

 
nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

3. How long have you worked for your current primary employer?  

4. How long have you worked in your current primary position/job?

*

*

Less than 1 year
 

nmlkj

1-3 years
 

nmlkj

4-6 years
 

nmlkj

7-9 years
 

nmlkj

10 or more years
 

nmlkj

Less than 1 year
 

nmlkj

1-3 years
 

nmlkj

4-6 years
 

nmlkj

7-9 years
 

nmlkj

10 or more years
 

nmlkj
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

1. Number of hours you work per week at your primary place of 
employment

2. Please provide the appropriate response below

23. Demographic information continued

*

*
  No concern Little concern Moderate concern Strong concern

Do you have any 

ACUTE health 

concerns?

nmlkj nmlkj nmlkj nmlkj

Do you have any 

CHRONIC health 

concerns?

nmlkj nmlkj nmlkj nmlkj

0-9
 

nmlkj

10-19
 

nmlkj

20-29
 

nmlkj

30-39
 

nmlkj

40-49
 

nmlkj

50-59
 

nmlkj

60 plus
 

nmlkj

Other (please specify)
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Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:Adults (50-75 years of age) Career Development Survey:

When you have completed the survey, please click the "done" button below. Thank you so much for your 
cooperation, valuable time, and contribution to the research project! I truly appreciate it!

24. Thank you! :)
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