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Career Satisfaction: A Look behind
the Races

Margaret Yap, Wendy Cukier, Mark Robert Holmes
and Charity-Ann Hannan

Using recent survey data, this paper examines the career satisfaction of
white/Caucasian and visible minority managerial, professional and executive
employees in the information and communications technology and financial
services sectors in corporate Canada. Black, South Asian and Chinese employees
were less satisfied with their careers than white/Caucasian employees, but to
varying magnitudes—with Black employees being the least satisfied. About
58% to 82% of the differences in career satisfaction scores, depending on the
particular ethnic group, can be accounted for by factors included in this paper. Of
the unexplained portion, most of the differences in career satisfaction between
white/Caucasian and minority groups are attributable to higher returns to white/
Caucasian employees’ human capital and demographic characteristics.

KEYWORDS: visible minorities, career satisfaction, employee perceptions,
organizational commitment

Introduction

Career satisfaction is a subjective measure that captures employees’ perceptions of
their satisfaction with their overall career goals, goals for income, goals for advance-
ment and goals for the development of new skills (Greenhaus, Parasuraman and
Wormley, 1990). Previous studies have found linkages between career satisfaction
and productivity and engagement, which in turn are linked to higher organizational
commitment and increased creativity and innovation (Berg, 1991; Peluchette, 1993;
Poon, 2004). Harter, Schmidt and Hayes (2002) also found that satisfaction is related
to a number of other business outcomes including customer satisfaction, loyalty, prof-
itability and lower employee turnover at magnitudes that are important to organiza-
tions. In addition, studies have found that employees who are more satisfied with
their careers are more engaged and thus they are more likely to contribute actively
to the organization’s success (Peluchette, 1993; Harter, Schmidt and Hayes, 2002).
In contrast, career dissatisfaction can lead to employees’ disengagement, such that
dissatisfied employees are less engaged in their work and are likely to exhibit lower
performance than satisfied employees (Korman, Wittig-Berman and Lang, 1981).
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Racial minorities have been found to fare worse than white/Caucasians in a
number of subjective and objective labour market outcomes including career
satisfaction (Greenhaus, Parasuraman and Wormley, 1990), the experience of
discrimination/harassment at work and barriers to advancement (Cox and Nkomo,
1991; Igbaria and Wormley, 1992, 1995; Statistics Canada, 2003), promotions
(Greenhaus, Parasuraman and Wormley, 1990; Igbaria and Wormley, 1995; Yap and
Konrad, 2009) and wages (Pendakur and Pendakur, 1998, 2007). While these studies
contribute to our understanding of labour market outcomes for racial minorities, their
subjective labour market outcomes have been relatively under-explored, especially
in the Canadian context. The need to explore racial differences in labour market
outcomes is further exacerbated by the shift in the demographic composition of the
Canadian labour force.

Employment opportunities in Canada are projected to reach 35.2 million in
2055, while the labour force is projected to reach only 22.8 million in the same year,
resulting in a shortage of workers beginning in 2014 (Ramlo and Berlin, 2006). As
the baby boomers approach retirement age and Canada shifts from a manufacturing
to a knowledge-based economy, employers across many industries will need to
increase their demand for skilled workers in order to remain competitive in the global
market. Immigration has been proposed as one potential solution and is expected
to account for 100 percent of labour force growth over the next decade (Statistics
Canada, 2008a). Although Canada has opened the doors to immigration to fill
labour market goals in the past (Green and Green, 2004), recent immigrants have
increasingly come from non-European origins (Stelcner, 2000), thus adding to the
diversity of the labour force. In 2006 for example, 54% of all immigrants in Canada
were visible or racial minorities, whereas 75% of recent immigrants to Canada
were visible or racial minorities (Statistics Canada, 2008b). Racial minorities in the
Canadian labour force have increased from 9% in 1991 to 15% in 2006 (HRSDC,
2003; Statistics Canada, 2006), and projections estimate that visible minorities will
make up 29% to 32% of the Canadian labour force by 2031 (Statistics Canada,
2010).

In contrast to previous studies that have examined the career satisfaction
perceptions of white/Caucasian employees compared to racial minority employees
in the United States, this paper contributes to the existing literature by examining
the career satisfaction perceptions of white/Caucasians and visible minority
employees, working in Canada for Canadian organizations. Secondly, this study
focuses on employees working in the information and communication technology
[ICT] and financial services sectors, which represent the growing service sector of
knowledge workers. Finally, while studies have examined the work experiences of
employees in the early years of their career and are likely to be in low to mid
ranking positions (Cox and Nkomo, 1991; Burke, 2001; Seibert and Kraimer, 2001),
this paper focuses on employees who are in the mid to later years of their careers,
and who have reached management, executive, or professional ranks within their
current organization.
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Literature Review

Arguably, equal employment opportunity work environments should produce mini-
mal differences in work-related experiences and outcomes among works of differ-
ent races (Greenhaus, Parasuraman and Wormley, 1990). However, four out of five
studies that examined white/Caucasian employees’ work experiences compared to
racial minorities’ work experiences in the United States found that racial minority
employees were less satisfied with their careers than white/Caucasian employees
(Greenhaus, Parasuraman and Wormley, 1990; Cox and Nkomo, 1991; Igbaria and
Wormley, 1992, 1995). While discrimination was not ruled out as the cause of these
differences between white/Caucasian and racial minority employees’ career satisfac-
tion levels in most studies (Greenhaus, Parasuraman and Wormley, 1990; Cox and
Nkomo, 1991; Igbaria and Wormley, 1992, 1995), Judge et al. (1995) argue that their
results cannot be inferred to represent discrimination. These contrasting conclusions
necessitate a better understanding of the differences between white/Caucasian and
racial minority employees’ career satisfaction levels and the factors associated with
career satisfaction.

Identifying the role of discrimination has been challenging for researchers due
to the varying types and interpretations of discrimination. Treatment or earnings
discrimination, for example, occurs when members of a subgroup “receive fewer
rewards, resources, or opportunities on the job than they legitimately deserve on
the basis of job related criteria” (Greenhaus, Parasuraman and Wormley, 1990: 64-
65). The devaluation of human capital has been described as a form of employment
discrimination, which occurs when some groups of employees do not receive the same
rate of return for their educational credentials or work experience as other groups of
employees (Gosine, 2000; Reitz, 2001). Similarly, the application of an institution’s
policy or procedure that produces racist consequences is termed ‘institutional racism’
(Jones, 1972), and can also be viewed as a form of discrimination. As such, identifying
the role of discrimination is a complicated task which involves the measurement of both
objective (e.g., the rewards, resources or opportunities) and subjective components
(e.g., the perceptions involved in determining the employees who legitimately deserve
rewards, resources, or opportunities). Depending on the variables used in their
studies, and their interpretation of discrimination, some researchers have therefore
discounted discrimination as a contributing factor to the differences between white/
Caucasian and racial minority employees while others have not.

Racial minorities’ and immigrants’ educational credentials, foreign educational
credentials and work experience have been undervalued or devalued by Canadian
employers as a form of employment discrimination (Gosine, 2000; Reitz, 2001; Aydemir
and Skuterud, 2008). Similarly, discrimination was not ruled out as a contributing factor
when Black employees were found to be more likely to reach career plateaus than
white/Caucasian employees (Greenhaus, Parasuraman and Wormley, 1990; Igbaria and
Wormley, 1995), and when racial minorities were segregated into lower ranks than
white/Caucasian employees (Howland and Sakellariou, 1993). More specifically, earnings
discrimination was argued to cause significant wage gaps between visible minority
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and white/Caucasian employees (Howland and Sakellariou, 1993; Christofides and
Swidinsky, 1994; Pendakur and Pendakur, 1998; Nakhaie, 2006). Conversely, however,
after finding that racial minorities earn less money and receive fewer promotions
compared to white/Caucasian employees, Judge et al. (1995) argue that their results
cannot be inferred to represent discrimination without more complete data.

Human capital, objective, workplace perceptions and demographic factors have been
found to affect employees’ career satisfaction levels. Alithough human capital theory posits
that employees with more education and work experience will receive greater rewards
than people with less education and work experience, studies have shown that education
and work experience are not necessarily positively associated with career satisfaction.
For example, a review of the literature showed the association between education and
career satisfaction levels to be ambiguous (Wayne et al., 1999; Seibert and Kraimer, 2001,
Emmerik et al., 2006). In addition, employees with shorter tenure were found to be
significantly more satisfied with their careers than employees with longer tenure (Judge
et al., 1995; Hochwarter et al., 2004; Armstrong-Stassen and Cameron, 2005).

The objective factors found to be positively associated with career satisfaction
include rate of advancement/promotion, rank and salary (Judge et al., 1995; Auster
and Ekstein, 2001; Seibert and Kraimer, 2001). Bozionelos (1996) found that
organizational differences in promotion opportunities were related to organizational
differences in career satisfaction, while Martins, Eddleston and Veiga (2002) found that
the greater the number of promotion offers managers received from their employers,
the higher their level of career satisfaction. Similarly, Martins, Eddleston and Veiga
(2002) found a positive correlation between the management level achieved and
career satisfaction and Burke (2005) found that individuals at lower organizational
levels were less satisfied with their careers than those at higher levels. Income was
found to positively affect career satisfaction (Schneer and Reitman, 1994; Judge et al.,
1995; Seibert and Kraimer, 2001; Martins, Eddleston and Veiga, 2002; Poon, 2004).

In addition, supervisory support and recognition was found to be one of the main
subjective factors to positively affect career satisfaction (Greenhaus, Parasuraman
and Wormley, 1990; Cox and Nkomo, 1991; Igbaria and Wormley, 1992; Schneer
and Reitman, 1994). Specifically, ‘visibility to top management’ was found to be
positively associated with higher career satisfaction (Martins, Eddleston and Veiga,
2002) and receiving ‘challenging and visible jobs’ was found to positively correlate
with career satisfaction (Richardsen, Michelsen and Burke, 1997). August and
Waltman (2004) and Auster and Ekstein (2001) also identified the need to explore
the association between employees’ perceptions of equity and/or transparency and
career satisfaction and any potential differences between visible minority and white/
Caucasian employees’ perceptions. Employees’ perceptions of skill utilization and
education/training utilization should also be explored since employers are reportedly
under-utilizing immigrant employees’ skills (Reitz, 2001, 2007), despite findings that
employees’ perceptions of skill utilization associates with their career satisfaction
levels (Aryeel, 1993). Finally, commitment is important to examine due to its positive
effect on career satisfaction (Hochwarter et al., 2004; Poon, 2004; Cox and Nkomo,
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1991) and its significant, negative correlation with occupational turnover intention
(Cunningham and Sagas, 2007).

Significant demographic control measures to examine include: age (Cox and
Nkomo, 1991; Schneer and Reitman, 1994; Judge et al., 1995; Richardsen, Mikkelsen
and Burke, 1997; Armstrong-Stassen and Cameron, 2005) and gender (Greenhaus,
Parasuraman and Wormley, 1990; Igbaria, 1991; Schneer and Reitman, 1994; Burke,
2001; Seibert and Kraimer, 2001; Poon, 2004). Also, in light of Canada’s most
recent demographic information, Canadian born and foreign-born variables will
also be examined. Finally, building on studies that found differences between white/
Caucasian and racial minority employees’ perceptions of career satisfaction in the
United States, white/Caucasian responses should be compared to visible minority
responses to identify differences between the two employee groups. Sample size
permitting, visible minorities’ responses should be even further separated to provide
more depth to the analysis.

Based on the previous discussion, Figure 1 shows the conceptual framework for
this paper.

FIGURE 1
The Conceptual Framework

Demographics Objective Measures
® Race ¢ Developmental Opportunities
o Gender Received
o Age e Promotions Received
* Foreign Born ¢ Rank in Organizational Hierarchy
\ v e Salary
Human Capital A A Subjective Measures
e Education e Relationship with Manager
* Tenure * Fair Talent Identification Process
e Foreign Credentials e Education / Training Utilization
o Foreign Tenure o Skills Utilization
e Commitment

Data and Method

Data

Data used in this paper originate from a study that explored the career advance-
ment experiences of visible minorities in major Canadian corporations. Beginning
in July 2006, invitations to participate in this research study were sent to Financial
Post 500 companies (the top 500 organizations in terms of revenues) and the top
20 Canadian law firms. Forty-three organizations agreed to participate in the on-line
survey. Participating organizations either invited all or a random sample of their man-
agers, professionals and executives to complete the online survey. More than 60,000
managers, professionals and executives were invited to participate in the employee
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survey with an e-mail invitation introducing the research and requesting their time to
complete the online survey. The on-line survey asked individual employees questions
pertaining to perceptions of their work environment, career experiences, and orga-
nizations’ diversity practices. Data collection took place between October 2006 and
February 2007. A total of 17,908 individuals responded to the survey at a response
rate of 29 percent. Of these, 17,468 were full-time employees. This paper utilizes the
responses from over 11,000 non-aboriginal survey respondents employed full-time in
the ICT and financial services sectors.

The method of sample selection used for this paper was that of case-wise deletion.
Case-wise deletion is the process whereby employees who answered the survey, but
left any one of the answers to the variables under analysis blank, were removed
from the response population, thus resulting in a final sample of 9,196. This sample
is comprised of 6,403 white/Caucasian and 2,793 visible minorities (788 Chinese,
473 South Asians, 340 Blacks and 1,192 ‘Other’ visible minorities that include Arab/
West Asian, Filipino, South East Asian, Latin American, Japanese, Korean and Other
Visible Minority).

Method

To examine the factors associated with career satisfaction; this paper utilizes hierar-
chical linear regressions as follows, where Y is the career satisfaction scores, X is a
vector of explanatory variables that include human capital characteristics, workplace
perceptions, objective employment outcomes and demographic characteristics and ¢
is the error term.

Y= By + By VisibleMinority + ByX + ¢

Further to the dummy variable approach accounting for the minority group,
the Blinder/Oaxaca decomposition is conducted to show how differences in career
satisfaction scores can be partitioned into a portion which can be explained by the
variables included in the model and the portion which cannot be explained.

The dummy variable approach implicitly assumes that the coefficients of the
explanatory variables included in the model are the same for each of the ethnic
groups. Estimating separate equations for each group provides a better understanding
of how each of the variables is associated with career satisfaction scores differently.
In addition, the paper will utilize the Oaxaca/Blinder decomposition approach to
partition differences in career satisfactions scores into an explained portion and
an unexplained portion. The explained portion is that which can be explained by
differences in characteristics (average value of explanatory variables included in the
model) between the two groups, while the unexplained portion is the part attributable
to differential returns (regression coefficients) on the same characteristics—often
labelled “discrimination,” as follows:

\7 = /30 + ﬁ1 Chinese + ﬁZSouthAsians + [333/6(__/(5 + ﬁ4X + €

The difference between the average career satisfaction score for white Caucasians
and each of the ethnic groups can be written as follows:
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Y Whites ~ YVMGroup = (Pwhites Xwhites ~ ﬁVMGroupXVMGroup

Using the advantaged group (i.e., Whites/Caucasians) as the non-discriminatory
as a point of comparison, the difference between the average career satisfaction
scores for White/Caucasian respondents and that of each of the ethnic groups can
be written as follows:

Y Whites Y

X

VMGroup™ Bynites—P VMGroup XVMGroup+ﬁ Whites XWhites™ VMGroup

The first component on the RHS (the “coefficients” component) represents the
differential effects of each of the variables included in the model on career satisfaction
scores (based on the mean characteristics of the disadvantaged group) and the second
component (the “endowments” component) represents the effect of differences in
characteristics (based on the “returns” to the Whites).

Variable Definitions

Table 1 summarizes selected human capital, objective and demographic variables
used in this paper.

TABLE 1
Variable Definitions

Variable Description

Educational Attainment Respondent’s highest level of education attained. A set of dummy variables representing
the highest education level attained: High School or Less, College Certificate & Diploma,
Bachelors Degree, Graduate Degree and Professional Degree/Designation, e.g. chartered
accountant, etc.

Foreign Credentials Indicates if respondents possess credentials earned outside of the United States, Canada,
Australia, New Zealand, France, Germany or the United Kingdom.

Foreign Work Experience Indicates if respondents possess work experience earned outside of Canada.

Tenure Indicates number of years the respondent has been working at their current organization.

Developmental Opportunities  Indicates if respondents received any developmental opportunities in the last three years
Received at their current organization.

Promotions Received Indicates if respondents received any promotions or admission into partnership in the last
three years at their current organization.

Rank The respondent’s level in the organizational hierarchy:
Pre-manager — an individual who is on track to become a manager.
Manager — an individual who is on track to take on senior management or senior
leadership roles in their organization.
Professional — an individual who provides a particular skill or expertise, but who
do not have people management responsibilities.
Executive — an individual who holds the most senior positions in the organization, including the
CEO and those individuals reporting directly to the CEO and are responsible for the organization’s
policy and strategic planning for and directing and controlling the functions of the organization.

Salary Respondent’s annual salary level at time of completion of survey.

Age Age of the respondent, in years.

Gender Indicate whether respondent is female.

Foreign Born Respondents with country of birth other than Canada were considered foreign born, i.e. immigrants.
Visible Minority Refers to a person, who is not an Aboriginal person, who is non-Caucasian in race or non-white

in colour.
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Perceptual Measures

Each of the perceptual measures is comprised of a number of survey items and is cre-
ated by dividing the summed responses by the sum of the highest score for each mea-
sure, converted to a percentage score. The perceptual measures are discussed below.

Career Satisfaction

The dependent variable is derived from a four-item career satisfaction scale (Green-
haus, Parasuraman and Wormley, 1990) and includes items such as “I am satisfied
with the progress | have made toward meeting my overall career goals;” and “I am
satisfied with the progress | have made toward meeting my goals for income.” The
reliability coefficient (Cronbach’s alpha) was 0.85. The same scale has also been used
to measure career satisfaction in other empirical studies (Igbaria, 1991; Igbaria and
Wormley, 1992; Judge, 1995; Richardsen, Mikkelsen and Burke, 1997; Burke, 2001;
Nabi, 2001; Seibert and Kraimer, 2001; Eby and Butts, 2003; Hornik et al., 2003,
Lee, 2003; Poon, 2004; Sagas and Cunningham, 2004; Armstrong-Stassen and Cam-
eron, 2005; Heslin, 2005; Sosik and Godshalk, 2005; Cunningham and Sagas, 2007;
Graves, Ohlott and Ruderman, 2007).

Relationship with Manager

The support that employees perceived that they received from their manager was calcu-
lated using an 11-item scale (Greenhaus, Parasuraman and Wormley, 1990; Cox and Nko-
mo, 1991; Igbaria and Wormley, 1992). This variable encompasses questions pertaining
to the support and sponsorship that managers provide to their employees, as well as the
perceptions of how managers interact with their employees. Two such questions are “My
manager keeps me informed about different career opportunities for me in my organiza-
tion,” and “My manager provides appropriate recognition when | accomplish something
substantial in the job.” The reliability coefficient (Cronbach’s alpha) was 0.95.

Fair Talent Identification Process

The talent identification process variable is used to assess the employees’ perception
of their organizations talent identification practices (August and Waltman, 2004).
The questions posed to assess the effect of the perceived talent identification process
include: “I believe my organization does a good job of promoting/admitting into
partnership the most competent people,” and “I believe my organization’s talent
identification process is fair.” The reliability coefficient (Cronbach’s alpha) was 0.84.

Education/Training Utilization and Skills Utilization

Both education/training utilization and skills utilization were measured separately
through the use of individual survey items. Education/training utilization was mea-
sured using survey participant responses to the statement “| feel that my education
and training have been under-utilized in my current job.” Skills utilization was mea-
sured through survey responses to the statement “I feel that | am able to utilize my
skills in my current position.”
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Commitment

Commitment was measured using a six-item scale (Cox and Nkomo, 1991; Burke,
2001, Hochwarter et al., 2004; Poon, 2004). Examples of questions that comprise a
respondent’s measure of commitment include: “I identify with my organization’s core
values” and “I am proud to tell others that | am part of this organization.” The reli-
ability coefficient (Cronbach’s alpha) was 0.87.

Table 2 outlines the means, standard deviations (s.d.) and correlation coefficients for
the perceptual measures outlined above. The average career satisfaction score is 66%.
All of the other perceptual measures are positively associated with career satisfaction.

TABLE 2
Means, Standard Deviations and Correlation Coefficients for Perceptual Measures

Variable Means s.d. 1 2 3 4 5
1. Career Satisfaction 66,0 23,4  (0.85)

2. Commitment 79,4 17,7 437 (0.87)

3. Relationship with Manager 72,2 23,0 504%* .422*%  (0.95)

4. Fair Talent Identification Process 65,0 223 .633** 541%* 601**  (0.84)

5. Education/Training Utilization 55,9 32,5 .395%* 237 312 .370**

6. Skills Utilization 76,4 243 A78*  350**  382**  429**  390**

** Correlation is significant at the 0.01 level (2-tailed) with Cronbach’s alphas at the diagonals.

Note: Items 5 and 6 are single-item measure.

Empirical Findings

Descriptive Results

Table 3 shows the descriptive statistics of the key variables included in this paper:
the whole sample, visible minorities and each of the three largest visible minority
groups. As shown in Table 3, although the average career satisfaction score' is 66 %,
white/Caucasian respondents averaged 68.7% as compared to 60% or less for visible
minorities. And among the three largest visible minority groups, Black respondents
averaged the lowest career satisfaction score at 55.7%.

The average age of the respondents ranges from 40 to 43 years of age. Over half
of the white/Caucasian respondents were female, compared to only 43.5% of visible
minority respondents. In addition, higher proportions of visible minority respondents
possess a university degree (both undergraduate and graduate degrees) than white/
Caucasian respondents (d = 19%, p < 0.001).

White/Caucasian respondents, on average, scored 73.4% on the relationships
with manager score, as compared to only 69.3% for visible minority respondents
(d = 4.1%, p < 0.001). Similarly, white/Caucasian respondents scored 66.7% on
the fair talent identification process score, compared to 61.0% for visible minority
respondents (d = 5.7%, p < 0.001), and 58.7% for Black respondents (d = 8%,
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TABLE 3

Descriptive Statistics by Group

Variables All Cases White Visible Chinese South Blacks
Caucasian Minorities Asians

Average Career Satisfaction Score (%) 66,00 68,70 59,80 *** 60,40 *** | 59,80 *** | 55,70 ***

High School or Less (%) 15,20 18,20 8,00 4,20 5,00 10,60
College Certificate or Diploma (%) 25,90 29,30 18,30 *** 12,60 *** | 12,10 *** | 28,80
Bachelors Degree (%) 36,80 34,30 42,60 *** 49,60 *** | 40,40 ** 36,20
Graduate Degree (%) 14,30 11,10 21,80 *** 25,00 *** | 30,90 *** | 17,90 **
Professional Degree/Designation (%) 7,80 7,10 9,30 *** 8,60 11,60 *** 6,50
Foreign Credentials (%) 10,20 2,80 27,00 *** 26,90 *** | 37,80 *** | 17,90 ***
Tenure in years 13,9 15,4 10,5 *** 9,9 *** 9,7 *** 10,9 ***
Years of Foreign Experience 1,2 0,6 2,7 *** 2,8 *** 3,7 *** 1,6 ¥*¥*
Developmental Opportunities

Received (%) 73,00 75,90 66,30 *** 62,30 *** | 63,20 *** | 69,40 **
Promotions Received (%) 40,10 39,60 41,30 38,60 42,70 40,60
Pre-Management Rank (%) 9,20 7,10 14,20 *** 16,80 *** | 12,50 *** | 13,50 ***
Professional Rank (%) 24,70 22,30 30,30 *** 39,20 *** | 28,80 ** 26,80 *
Management Rank (%) 56,20 61,30 44,30 34,30 46,40 49,70
Senior Management or Senior

Leadership Rank (%) 6,50 6,90 5,60 * 4,80* 6,60 5,90
Other Ranks (%) 3,40 2,40 5,60 *** 4,90 *** 5,70 *** 4,10*
Annual Salary $81063 | $81755| $79490 ** | §81973 $84736 $74 161 ***
Average Relationship with

Manager Score (%) 72,20 73,40 69,30 *** 69,20 *** | 69,30 *** | 68,10 ***
Average Fair Talent Identification

Process Score (%) 65,00 66,70 61,00 *** 60,90 *** | 60,80 *** | 58,70 ***
Average Education/Training

Utilization Score (%) 55,90 58,80 49,30 *** 48,00 *** | 4820 *** | 51,50 ***
Average Skills Utilization Score (%) 76,40 77,90 73,00 *** 73,30 *** | 73,30 *** | 71,60 ***
Average Commitment Score (%) 79,40 79,20 79,90 78,40 81,50 ** 79,20
Age in Years 42,2 42,9 40,4 *** 40,3 *** 40,2 *** 41,2 ***
Female (%) 48,10 50,10 43,50 *** 48,50 33,00 *** | 40,90 **
Foreign Born (%) 28,10 10,70 68,10 *** 74,90 *** | 74,00 *** | 60,00 ***
Number of Cases 9196 6403 2793 788 473 340

Denote significant differences relative to the white/Caucasian group: * p < 0.05, ** p < 0.01, *** p < 0.001

p < 0.001). Visible minorities also scored lower than white/Caucasian respondents
regarding their perception of the extent to which their employers utilize their skills
(d=4.9%, p <0.001).

Two out of three visible minority respondents (66.3%) received developmental
opportunities in the past three years while over three out of four white/Caucasian
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respondents (75.9%) received similar opportunities (d = 9.6%, p < 0.001). Finally,
the average annual salary of visible minority respondents ($79,490) is lower than
that of white/Caucasian respondents (d = $2,265, p < 0.01). However, among
Chinese, South Asian and Black respondents, Black respondents are the only group
that have an average salary significantly lower than white/Caucasian respondents
(d=$7,594, p < 0.001).

Regression Results

Using a hierarchical linear regression, we examined the relationship of the various
variables discussed in the methodology. Table 4 provides the R-squared change dem-
onstrated by each successive step in building the final model to examine the factors
that affect career satisfaction.

TABLE 4
Incremental Changes in R-squared

All Groups White/ Visible Chinese South Blacks

Caucasians Minorities Asians
Demographics 0,048 0,018 0,016 0,012 0,037 0,044
+ Human Capital 0,062 0,032 0,035 0,055 0,090 0,079
+ Perceptual Measures 0,499 0,483 0,489 0,508 0,521 0,498
+ Objective Measures 0,513 0,498 0,507 0,536 0,551 0,523
Adjusted R-squared 0,512 0,496 0,502 0,522 0,527 0,486

As can be seen in Table 4, demographic variables play a greater role in explaining
the career satisfaction levels for South Asian and Black respondents (3.7% and
4.4%), than for white/Caucasian and Chinese respondents (1.8% and 1.2%). Human
capital characteristics of South Asian, Chinese and Black respondents account for
higher proportions of the variance in their career satisfactions scores than for white/
Caucasian respondents (4.3%, 5.3% and 3.5% versus 1.4%). On the other hand,
perceptual measures account for a greater portion of the variation in career satisfaction
scores for Chinese and white/Caucasian respondents (45.4% and 45.1%) than for
the South Asian and Black respondents (43% and 41.8%). Similarly, the regression
models also show that objective measures account for a greater proportion of the
variation of career satisfaction scores for South Asian, Chinese and Black respondents
than for white/Caucasian respondents (2.8%, 3.0% and 2.5% versus 1.4%). Overall,
the variables included in this paper explained around 50% of the variation in career
satisfaction scores.

Table 5 shows the regression results, taking into consideration the effects of
the human capital, objective, perceptual and demographic measures, on career
satisfaction scores for each of the following groups: white/Caucasian, visible minority,
Chinese, South Asian and Black respondents.?
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Human Capital Characteristics

Higher educational attainment is associated with lower levels of career satisfaction.
Respondents who had an undergraduate or graduate degree had lower career sat-
isfaction scores (b = —=2.0%, p < 0.001 and b = =3.1%, p < 0.001 respectively). For
visible minorities who have an undergraduate or graduate degree, their career sat-
isfactions scores were even lower (b = =4.1%, p < 0.01 and b = -6.2%, p < 0.001
respectively). Furthermore, Chinese respondents who possessed higher educational
attainment experienced lower career satisfaction scores (b = -=9.3%, p < 0.01 and
b =-9.6%, p < 0.01 respectively) and South Asian respondents expressed similar
satisfaction scores (b = -=10.1%, p < 0.05 and b = -13.8%, p < 0.01 respectively).

Objective Measures

Receipt of developmental opportunities and promotions were found to have a strong
positive relationship with level of career satisfaction. In Model 1 of Table 5, respon-
dents who received at least one developmental opportunity or promotion had higher
career satisfaction scores (b =4.0%, p < 0.001 and b =2.4%, p < 0.001), over those
who did not. In addition, the regression results indicated that pre-managers and pro-
fessional employees were less satisfied than managers (b = -2.5%, p < 0.001 and
b =-1.0, p < 0.05). Also, salary was found to be positively associated with career
satisfaction scores.

White/Caucasians (Model 2) who received developmental opportunities had
higher satisfaction levels (b = 4.4%, p < 0.001) over those who did not, while visible
minorities’ (Model 3) receipt of developmental opportunity only increased their
satisfaction scores by 3.3% (p < 0.001). Career satisfaction increased to a greater
degree for visible minorities who received promotions (b = 3.6%, p < 0.001), than it
did for white/Caucasians (b = 2.0%, p < 0.001). Similarly, visible minority respondents’
career satisfaction increased to an even greater extent than white/Caucasian
respondents with every increase of $10,000 (b = 0.7%, p < 0.001 and b = 0.4%,
p < 0.001 respectively). For Chinese and South Asians, a $10,000 increase in salary
is also associated with higher levels of career satisfaction (b = 0.9%, p < 0.001 and
b =0.7%, p < 0.001 respectively).

Perceptual Measures

“Relationship with manager” and “fair talent identification process” were found to
be positively associated with satisfaction levels such that a 10% increase in the rela-
tionship with manager score and a 10% increase in the perceived talent identification
practice score are associated with a 1.2% (p < 0.001) and 3.8% (p < 0.001) increase
in career satisfaction scores respectively. With every 10% increase in “relationship
with manager” score, the satisfaction of white/Caucasian, visible minority, Chinese,
South Asian and Black respondents’ career satisfaction increases by 1.1% (p < 0.001),
1.5% (p < 0.001), 1.7% (p < 0.001), 2.4% (p < 0.001) and 1.4% (p < 0.05) respec-
tively. Skill and training/education utilization also affect levels of career satisfaction.
For example, in Model 1, a 10% increase in training utilization score and a 10%



598 RELATIONS INDUSTRIELLES / INDUSTRIAL RELATIONS — 65-4, 2010

increase in one’s skills utilization score is associated with a 0.6% (p < 0.001) increase
and a 1.6% (p < 0.001) increase in career satisfaction score respectively. Commitment
was also found to associate with higher levels of career satisfaction such that a 10%
increase in a respondent’s commitment also increased a respondents’ career satisfac-
tion by 1.1% (p < 0.001).

Demographic Characteristics

Controlling for demographic and human capital characteristics and both perceptu-
al and objective measures, results from Model 1 show that South Asian, Black and
Other Visible Minority respondents have lower career satisfaction scores as compared
to the white/Caucasian counterparts. Older respondents experienced lower career
satisfaction scores, such that a one-year increase in age is associated with a 0.7%
(p < 0.001) lower career satisfaction score. Age was found to have a negative effect
on the career satisfaction scores of both white/Caucasian and visible minority respon-
dents (b = -0.7%, p < 0.01 and b = -0.9%, p < 0.01 respectively), although it was
found to have the greatest negative effect on South Asian (b = —1.8%, p < 0.05)
respondents. The regression also shows that female respondents are 2.9% more sat-
isfied with their careers than men, among the white/Caucasian respondents, women
were 3.2% (p < 0.001) more satisfied while female visible minority respondents were
2.2% (p < 0.01) more satisfied than their male counterparts. In contrast, being an
immigrant is associated with a lower career satisfaction score in the overall regression
(b =-1.455%, p < 0.01) and for white/Caucasians (b = -1.913, p < 0.01).

Decomposition Results

Since the wide array of explanatory variables have different effects on career satis-
faction scores of each of the ethnic groups, both in terms of direction and magni-
tude, it is important to further understand these effects. Applying the decomposi-
tion technique suggested by Oaxaca (1973) and using the advantaged group (white/
Caucasians) as the reference group, Table 6 provides a summary of the decomposi-
tion of differences in career satisfaction scores between white/Caucasian respondents
and visible minorities (panel 1), Chinese (panel 2), South Asians (panel 3) and Blacks
(panel 4), grouped into the explained (endowments) and unexplained (coefficients)
portions for each of the category of factors considered in this paper. The table also
provides estimates of the contribution of each of the category of variables included in
our model to the differences in career satisfaction scores. In general, a positive coef-
ficient number indicates an advantage to the advantaged group (i.e., increases the
career satisfaction scores for white/Caucasians) while a negative coefficient number
denotes an advantage to the disadvantaged group (i.e., increases the career satisfac-
tion score of the minority group).

Panel 1 in Table 6 shows the decomposition results of the difference in career
satisfaction scores between white/Caucasians and visible minorities. This difference
of 8.9% can be broken down into two parts: 6.2% (69.8% of the difference) can
be attributed to endowment differences; and 2.7% (30% of the difference) remains
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TABLE 6
Decomposition Results
Panel 1 Panel 2 Panel 3 Panel 4
Visible Minorities Chinese South Asians Blacks
Average Career
Satisfaction Scores - 68,666%
White/Caucasians
A C
verage %areer 59,770% 60,415% 59,815% 55,692%
Satisfaction Scores
Difference 8,896% 8,252% 8,851% 12,974%
Due to Due to Due to Due to Due to Due to Due to Due to
Endowments  Coefficients  Endowments  Coefficients ~ Endowments Coefficients Endowments Coefficients
Human Capital 0,353 4,799 0,532 10,968 0,261 10,826 0,437 9,001
Perceptual Measures 4,027 -2,922 4,311 -4,848 3,985 -1,192 5,187 -1,646
Objective Measures 0,790 -1,050 1,010 -1,672 0,645 -3,609 0,805 -2,326
Demographic Factors 1,040 3,943 0,961 -9,721 1,491 23,650 1,120 24,365
Shift / Constant - -2,083 = 6,711 - -27,206 - -23,968
TOTAL 6,209 2,687 6,815 1,437 6,382 2,469 7,549 5,426
Portion of difference
attributable to: 69,8%  30.2% 82,6%  17,4% 721%  27,9% 58,2%  41,8%

unexplained. Most of the explained portion (due to endowments) of the difference
can be accounted for by the perceptual measures. With regards to the unexplained
portion (portion due to coefficients), the difference is attributable to advantages to
white/Caucasians’ human capital and demographic characteristics.

Panel 2 in Table 6 shows the decomposition results of the difference in career
satisfaction scores between white/Caucasians and Chinese. This difference of 8.2%
can be broken down into two parts: 6.8% (82.6% of the difference) can be attributed
to endowment differences and 1.4% (17.4% of the difference) remains unexplained.
Again, most of the explained portion of the difference can be accounted for by the
perceptual measures. For the unexplained portion, the difference is attributable to
advantages to the human capital of white/Caucasians.

Panel 3 in Table 6 shows the decomposition results of the difference in career
satisfaction scores between white/Caucasians and South Asians. The difference of
8.9% can be broken down into two parts: 6.4% (72.1% of the difference) can be
attributed to endowment differences and 2.5% (27.9% of the difference) remains
unexplained. Similar to the findings for visible minorities and Chinese, most of the
explained portion of the difference can be accounted for by the perceptual measures.
With regards to the unexplained portion, the difference is attributable to advantages
to both the demographic and human capital characteristics of white/Caucasians.

Finally, Panel 4 in Table 6 shows the decomposition results of the difference in
career satisfaction scores between white/Caucasians and Blacks. The difference of
13.0% can be broken down into two parts: 7.6% (58.2% of the difference) can be
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attributed to endowment differences and 5.4% (42.8% of the difference) remains
unexplained. Again, most of the explained portion of the difference can be explained
by the perceptual measures. For the unexplained portion, the difference is again
attributable to advantages to both the demographic and human capital characteristics
of white/Caucasians.

Discussion

Supporting most studies that have examined the career satisfaction differences be-
tween white/Caucasian and racial minority employees (Greenhaus, Parasuraman and
Wormley, 1990; Cox and Nkomo, 1991; Igbaria and Wormley, 1992, 1995) and con-
trasting Judge et al. (1995) who focussed on executives’ career satisfaction levels,
this paper found that visible minority employees were significantly less satisfied than
white/Caucasian employees. In addition, variation was also found among Chinese,
South Asian and Black visible minority respondents. The smallest differences were
found between white/Caucasian, Chinese and South Asian respondents (d = 8.3%,
p <0.001 and d =8.9, p <0.001 respectively), while the largest difference was found
between white/Caucasian and Black respondents (d = 13.0%, p < 0.001). Human
capital factors, objective, workplace perception and demographic factors were found
to be associated with employees’ career satisfaction levels, while their contribution
to explaining the career satisfaction differences between white/Caucasian and visible
minority employees varied across visible minority groups.

Contrasting Wayne et al. (1999) and Seibert and Kraimer (2001), but partially
supporting Emmerik et al. (2006), education was found to be significantly negatively
related to career satisfaction, such that career satisfaction levels decrease as educational
attainment increases for the overall sample and visible minority respondents. This
is especially true for Chinese and South Asian respondents, who have the highest
proportion of foreign credentials (26.9% and 37.8% respectively). Although the
foreign credential variable was not found to significantly affect career satisfaction
levels for all groups, this may be due to the fact that only 10% of the respondents
indicated that they possessed foreign credentials.

Similarly, tenure was found to be negatively associated with visible minorities’
career satisfaction levels, thus supporting several other studies (Judge et al., 1995;
Hochwarter et al., 2004; Armstrong-Stassen and Cameron, 2005). More specifically
however, tenure was found to significantly negatively impact Chinese employees’
career satisfaction levels while not significantly impacting white/Caucasian employees’
career satisfaction levels. In addition, foreign work experience is positively associated
with visible minorities’ career satisfaction, but not with that of white/Caucasians. This
gain is small however, resulting in a net advantage to white/Caucasian employees for
human capital variables.

In addition to human capital factors, objective factors were found to be
associated with career satisfaction. Receipt of developmental/training opportunities
in particular were found to be positively associated with white/Caucasian, visible
minority and Chinese respondents’ career satisfaction levels, whereas promotions
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were found to be positively associated with white/Caucasian and all minority
groups’ career satisfaction levels. Contrasting previous studies (Martins, Eddleston
and Veiga, 2002; Burke, 2005) however, rank was found to be negatively associated
with career satisfaction. Salary was found to be positively associated with career
satisfaction, thus supporting previous studies (Martins, Eddleston and Veiga, 2002;
Seibert and Kraimer, 2001; Schneer and Reitman, 1994; Judge et al., 1995; Poon,
2004). Although the decomposition showed visible minority employees to receive
an advantage to objective factors compared to white/Caucasian employees, findings
indicate that future studies should take a longitudinal approach to examining the
causes of the negative association between tenure and career satisfaction for all
groups of employees.

Similarly, perceptual factors do not explain a large part of the career satisfaction
coefficient between white/Caucasian and visible minority employees, although they
were found to be significantly associated with career satisfaction. Specifically, the
empirical findings show that “relationship with manager” is positively associated
with white/Caucasians’ career satisfaction levels and all visible minority groups’ career
satisfaction levels, thus supporting previous studies (Greenhaus, Parasuraman and
Wormley, 1990; Cox and Nkomo, 1991; Igbaria and Wormley, 1992; Schneer and
Reitman, 1994). Respondents’ perceptions of “fair talent identification process” are
also positively associated with their respective career satisfaction levels, in line with
previous research findings (August and Waltman, 2004; Auster and Ekstein, 2001).
Similarly, skills utilization has a significant positive association with career satisfaction
for all groups, thus supporting Aryeel's (1993) findings. Education/Training utilization
is positively associated with white/Caucasian and visible minority employees as
a group, whereas commitment is only positively associated with white/Caucasian,
visible minority and South Asian employees’ career satisfaction levels. Although
the associations between employees’ workplace perceptions and their career
satisfaction have more similarities than differences across groups, the findings are
useful, suggesting that employers could inevitably improve all groups of employees’
career satisfaction levels by implementing programs that improve relationships with
managers, encourage fair talent identification practices, and support the full utilization
of employees’ skills.

Demographic factors were also found to be associated with career satisfaction.
Older respondents were found to have lower career satisfaction scores than their
younger counterparts. Female respondents were found to have higher levels of career
satisfaction than male respondents. These findings are in line with previous research
on age (Cox and Nkomo, 1991; Schneer and Reitman, 1994; Judge et al., 1995;
Richardsen, Mikkelsen and Burke, 1997; Armstrong-Stassen and Cameron, 2005)
and gender (Greenhaus, Parasuraman and Wormley, 1990; Igbaria, 1991; Seibert and
Kraimer, 2001).

Results from this decomposition exercise show that although two-thirds of
the difference in career satisfaction scores between white/Caucasians and visible
minorities can be explained by the factors explored in this paper, this ranges from
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over 80% of the difference in career satisfaction scores between white/Caucasians
and Chinese to only about half of the difference in career satisfaction scores between
white/Caucasians and Blacks.

In addition, decomposition results showed that a significant part of the unexplained
portion of the differences in career satisfaction scores between white/Caucasians and
visible minority groups is due to advantages associated with white/Caucasians’ human
capital characteristics. This finding suggests that visible minority groups received lower
returns to their human capital than white/Caucasians. Employers may therefore want
to revisit how they evaluate and utilize the credentials and competencies that visible
minorities bring to their workplaces.

Finally, it is also important to note that since perceptual measures account for a
majority of the explained portion of the difference, this may signal that employees
perceive their work environments differently and that organizations may wish to
consider programs and practices that aim to improve workplace inclusiveness.

Limitations

This paper utilizes survey data collected from large organizations, providing a snap-
shot of information on employees work experiences. Although helpful, survey data
like ours only capture employees experiences and perceptions at a specific moment
in time. Collecting panel data by following respondents for a period of time may
allow for causal conclusions. In addition, large organizations are more likely than
smaller organizations to allocate resources towards improving equity. Our findings
may therefore understate the disadvantages experienced by visible minorities who
work for small to mid-sized organizations. In addition, the sample size of our Black
respondents (n = 340) was small, thus decreasing the probability of finding statisti-
cally significant relationships compared to other visible minority groups. Third, our
data set does not capture years since immigration and its association with career sat-
isfaction. Finally, this study analyzed survey data collected from Canadian managers,
professionals and executives, thus limiting our ability to apply our findings to entry
level employees.

Conclusion

Findings from previous studies that have identified associations between career sat-
isfaction, productivity, engagement, commitment and innovation (Berg, 1991; Pe-
luchette, 1993; Harter, Schmidt and Hayes, 2002; Poon, 2004), should compel em-
ployers to frequently assess their employees’ career satisfaction levels. Canada’s aging
population and the increasing representation of visible minorities in the labour force
has made this issue even more pressing for employers to explore today. This paper,
through analyzing survey data collected from over 9,000 pre-managerial, manage-
rial, professional and executive employees in the ICT and financial services sectors,
showed that employees’ career satisfaction levels are associated with demographic,
human capital, perceptual and objective factors.
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Findings showed that visible minority employees are significantly less satisfied
than white/Caucasian employees, with the largest difference being between white/
Caucasian and Black employees. In addition, the factors associated with career
satisfaction levels vary by ethnic group. This may serve as a signal to organizations
that there is still “room for improvement” to make their work environments more
inclusive, which will help improve the career satisfaction scores of their employees
and has been shown to be linked with higher productivity and profitability.

Similar to Judge et al.’s (1995) study, and due to the nature of this study to
provide a ‘snapshot’ of visible minority employees’ work experiences, our data have
limited us from identifying discrimination as a cause of career satisfaction differences
between white/Caucasian and visible minority employees. Due to the complex nature
of discrimination, future studies should be longitudinal in nature, to capture a more
detailed account of employees’ work experiences.

Notes

1 The career satisfaction score is calculated by summing together survey participants’ responses
to each of the four items that comprise the scale (i.e., from 0 to 4 for each item). This number
is then divided by the highest possible total of 16 (i.e., 4 x 4) and multiplied by 100 to obtain
a percentage score.

2 Separate analyses were conducted by gender and results were similar.

References

Armstrong-Stassen, M., and S. Cameron. 2005. “Factors Related to the Career Satisfaction of
Older Managerial and Professional Women." Career Development International, 10 (3), 203-
215.

Aryeel, S. 1993. “Dual-earner Couples in Singapore: An Examination of Work and Nonwork
Sources of their Experienced Burnout.” Human Relations, 46 (12), 1441-1468.

August, L., and J. Waltman. 2004. “Culture, Climate and Contribution: Career Satisfaction
among Female Faculty.” Research in Higher Education, 45 (2), 177-192.

Auster, E. R., and K. L. Ekstein. 2001. “Professional Women's Midcareer Satisfaction: Toward an
Explanatory Framework."” Sex Roles, 44 (11-12), 719-750.

Aydemir, A., and M. Skuterud. 2008. “The Immigrant Wage Differential within and across
Establishments.” Industrial and Labor Relations Review, 61 (3), 641-672.

Becker, G. 1964. Human Capital. Chicago: The University of Chicago Press, 1964.

Berg, T. R. 1991. “The Importance of Equity Perception and Job Satisfaction in Predicting

Employee Intent to Stay at Television Stations.” Group and Organization Studies, 16 (3),
268-284.

Bozionelos, N. 1996. “Organizational Promotion and Career Satisfaction.” Psychological Reports,
79 (22), 371-375.

Burke, R. J. 2001. “Workholism Components, Job Satisfaction, and Career Progress.” Journal of
Applied Social Psychology, 31 (11), 2339-2356.

Burke, R. J. 2005. “Backlash in the Workplace.” Women in Management Review, 20 (3), 165-
176.

Christofides, L. N., and R. Swidinsky. 1994. “Wage Determination by Gender and Visible Minority
Status: Evidence from the 1989 LMAS." Canadian Public Policy, 20 (1), 34-51.



604 RELATIONS INDUSTRIELLES / INDUSTRIAL RELATIONS — 65-4, 2010

Cox, T. H., and S. M. Nkomo. 1991. “A Race and Gender-group Analysis of the Early Career
Experience of MBAs.” Work and Occupations, 18 (4), 431-447.

Cunningham, G. B., and M. Sagas. 2007. “Examining Potential Differences between Men and
Women in the Impact of Treatment Discrimination.” Journal of Applied Social Psychology,
37 (12), 3010-3024.

Eby, L. T., and M. Butts. 2003. “Predictors of Success in the Era of the Boundaryless Career.”
Journal of Organizational Behavior, 24 (6), 689-708.

Emmerik, I. H., M. C. Euwema, M. Geschiere and M. Schouten. 2006. “Networking your
Way through the Organization: Gender Differences in the Relationship between Network
Participation and Career Satisfaction.” Women in Management Review, 21 (1), 54-66.

Gosine, K. 2000. “Revisiting the Notion of a ‘Recast’ Vertical Mosaic in Canada: Does a Post
Secondary Education Make a Difference?” Canadian Ethnic Studies, 32 (3), 89-104.

Graves, L. M., P. J. Ohlott and M. N. Ruderman. 2007. “Commitment to Family Roles: Effects on
Managers' Attitudes and Performance.” Journal of Applied Psychology, 92 (1), 44-56.

Green, A. G., and D. Green. 2004. “The Goals of Canada’s Immigration Policy: A Historical
Perspective.” Canadian Journal of Urban Research, 13 (1), 102-139.

Greenhaus, J. H., S. Parasuraman and W. M. Wormley. 1990. “Effects of Race on Organizational
Experiences, Job Performance Evaluations and Career Outcomes.” Academy of Management
Journal, 33 (1), 64-86.

Harter, J. K., . L. Schmidt and T. L. Hayes. 2002. "Business-unit-level Relationship between
Employee Satisfaction, Employee Engagement, and Business Outcomes: A Meta-analysis.”
Journal of Applied Psychology, 87 (2), 268-279.

Heslin, P. A. 2005. “Conceptualizing and Evaluating Career Success.” Journal of Organizational
Behavior, 26 (2), 113-136.

Hochwarter, W. A., C. Kiewitz, M. J. Gundlach and J. Stoner. 2004. “"The Impact of Vocational
and Social Efficacy on Job Performance and Career Satisfaction.” Journal of Leadership and
Organizational Studies, 10 (4), 27-40.

Hornik, S., H. Chen, G. Klein and J. Jiang. 2003. “Communication Skills of IS Providers: An
Expectation Gap Analysis from Three Stakeholder Perspectives.” [EEE Transactions on
Professional Communication, 46 (1), 17-34.

Howland, J. and C. Sakellariou. 1993. “Wage Discrimination, Occupational Segregation and
Visible Minorities in Canada.” Applied Economics, 25 (11), 1413-1422.

HRSDC. 2003. “Guidelines for the Employment Equity Act and Regulations.” <http://www.
hrsdc.gc.ca/eng/Ip/lo/Iswe/we/legislation/guidelines/ref_document.shtml#visible> (accessed
February 12, 2009).

Igbaria, M. 1991. “Job Performance of MIS Professionals: An Examination of the Antecedents
and Consequences.” Journal of Engineering and Technology Management, 8 (2), 141-171.

Igbaria, M., and W. M. Wormley. 1992. “Organizational Experiences and Career Success of MIS
Professionals and Managers: An Examination of Race Differences.” MIS Quarterly, 16 (4),
507-529.

Igbaria, M., and W. M. Wormley. 1995. “Race Differences in Job Performance and Career
Success.” Communications of the ACM, 38 (3), 82-92.

Jones, J. M. 1972. Prejudice and Racism. Reading, MA: Addison-Wesley.

Judge, T. A., D. M. Cable, J. W. Boudreau and R. D. Bretz, Jr. 1995. “An Empirical Investigation of
the Predictors of Executive Career Success.” Personnel Psychology, 48 (3), 485-519.

Korman, A. K., U. Wittig-Berman and D. Lang. 1981. “Career Success and Personal Failure:
Alienation in Professionals and Managers.” Academy of Management Journal, 24 (2),
342-360.



CAREER SATISFACTION: A LOOK BEHIND THE RACES 605

Lee, P. C. B. 2003. “Going beyond Career Plateau: Using Professional Plateau to Account for
Work Outcomes.” Journal of Management Development, 22 (6), 538-551.

Martins, L. L., K. A. Eddleston and J. F. Veiga. 2002. “Moderators of the Relationship between
Work-Family Conflict and Career Satisfaction.” Academy of Management Journal, 45 (2),
399-4009.

Nabi, G. R. 2001. “The Relationship between HRM, Social Support and Subjective Career Success
among Men and Women.” International Journal of Manpower, 22 (5), 457-474.

Nakhaie, R. M. 2006. “A Comparison of the Earnings of the Canadian Native-born and
Immigrants, 2001.” Canadian Ethnic Studies, 38 (2), 19-46.

Oaxaca, R. L. 1973. "Male-female Wage Differentials in Urban Labor Markets.” International
Economic Review, 14 (3), 693-709.

Peluchette, J. 1993. “Subjective Career Success: The Influence of Individual Difference, Family
and Organizational Variables.” Journal of Vocational Behavior, 43 (2), 198-208.

Pendakur, K., and R. Pendakur. 1998. “The Colour of Money: Earnings Differentials among
Ethnic Groups in Canada.” The Canadian Journal of Economics, 31 (3), 518-548.

Pendakur, K., and R. Pendakur. 2007. “Colour my World: Have Earnings Gaps for Canadian-
born Ethnic Minorities changed Over Time?" Interrogating Race and Racism. V. Agnew, ed.
Toronto: University of Toronto Press, 139-171.

Poon, J. M. L. 2004. “Career Commitment and Career Success: Moderating Role of Emotion
Perception.” Career Development International, 9 (4), 374-390.

Ramlo, A., and R. Berlin. 2006. A Perfect Storm: Sustaining Canada’s Economy during
our Next Demographic  Transformation.  <http://www.thelavinagency.com/images/
uploads/1217542176_ramlo-perfectstorm.pdf> (accessed October 12, 2008).

Reitz, J. G. 2001. “Immigrant Skill Utilization in the Canadian Labour Market: Implications of
Human Capital Research.” Journal of International Migration and Integration, 2 (3), 347-378.

Reitz, J. G. 2007. “Immigrant Employment Success in Canada, Part Il: Understanding the
Decline.” Journal of International Migration and Integration, 8 (1), 37-62.

Richardsen, A. M., A. Mikkelsen and R. J. Burke. 1997. “Work Experiences and Career and Job
Satisfaction among Professional and Managerial Women in Norway.” Scandinavian Journal
of Management, 13 (2), 209-218.

Sagas, M., and G. B. Cunningham. 2004. “Does Having the Right Stuff Matter? Gender Differences
in the Determinants of Career Success among Intercollegiate Athletic Administrators.” Sex
Roles, 50 (5/6), 411-421.

Schneer, J. A., and F. Reitman. 1994. “The Importance of Gender in Mid-career: A Longitudinal
Study of MBAs.” Journal of Organizational Behavior, 15 (3), 199-207.

Seibert, S. E., and M. L. Kraimer. 2001. “The Five-factor Model of Personality and Career
Success.” Journal of Vocational Behavior, 58 (1), 1-21.

Sosik, J. J., and V. M. Godshalk. 2005. “Examining Gender Similarity and Mentor’s Supervisory
Status in Mentoring Relationships.” Mentoring and Tutoring, 13 (1), 39-52.

Statistics Canada. 2003. Ethnic Diversity Survey: Portrait of a Multicultural Society. <http://www.
statcan.gc.ca/pub/89-593-x/89-593-x2003001-eng.pdf> (accessed December 12, 2008).

Statistics Canada. 2006. Labour Force Activity (8), Visible Minority Groups (14), Immigrant Status
and Period of Immigration (9A), Age Groups (9) and Sex (3) for the Population 15 Years and
Over. <http://www12.statcan.ca/english/censusO6/data/topics/ListProducts.cfm?Temporal=
2006&APATH=3&THEME=80&FREE=0&GRP=1> Cat. No. 97-562-X2006013 (accessed 12
December 2008).

Statistics Canada. 2008a. Literacy Skills Among Canada’s Immigrant Population. <http://www.
statcan.ca/english/freepub/81-004-XIE/2005005/impop.htm> (accessed December 12, 2008).



606 RELATIONS INDUSTRIELLES / INDUSTRIAL RELATIONS — 65-4, 2010

Statistics Canada. 2008b. Visible Minority Groups (15), Immigrant Status and Period of
Immigration (9), Age Groups (10) and Sex (3) for the Population of Canada, Provinces,
Territories, Census Divisions and Census Subdivisions, 2006 Census- 20% Sample. <http:/
www.stacan.ca/bsolc/olc-cel/olc-cel?catn0=97-562-XWE2006 1 1&lang=eng> Cat. No. 97-
562-XWE2006011 (accessed 12 December 2008).

Statistics Canada. 2010. Projections of the Diversity of the Canadian Population. <http://www.
statcan.gc.ca/pub/91-551-x2010001-eng.pdf> (accessed 20 March 2010).

Stelcner, M. 2000. “Earnings Differentials among Ethnic Groups in Canada: A Review of the
Research.” Review of Social Economy, 58 (3), 295-422.

Swidinsky, R., and M. Swidinsky. 2002. “The Relative Earnings of Visible Minorities in Canada:
New Evidence from the 1996 Census.” Relations Industrielles / Industrial Relations, 57 (4),
630-659.

Wayne, S. J., R. C. Liden, M. L. Kraimer and I. K. Graf. 1999. “The Role of Human Capital,
Motivation and Supervisor Sponsorship in Predicting Career Success.” Journal of
Organizational Behavior, 20 (5), 577-595.

Yap, M., and A. M. Konrad. 2009. “Gender and Racial Differentials in Promotion: Is there a
Sticky Floor, a Mid-Level Bottleneck, or a Glass Ceiling?” Relations Industrielles / Industrial
Relations, 64 (4), 593-617.

SUMMARY

Career Satisfaction: A Look behind the Races

Previous studies have largely focused on the career success of white employees (Heslin,
2005). Using recent survey data, this paper examines the career satisfaction levels of
white/Caucasian and visible minority managerial, professional and executive employees
in the information and communications technology [ICT] and financial services sectors
in corporate Canada. Given that the demographic makeup of organizations in Canada
is drastically changing with the aging population and the increasing participation
of visible minorities in the labour force, it is crucial for managers and organizations
to understand their employees’ level of career satisfaction. Studies have found that
employees who are more satisfied with their careers are more engaged and thus are
more likely to actively contribute to the organization’s success (Peluchette, 1993; Harter,
Schmidt and Hayes, 2002). Findings from this paper showed that the average career
satisfaction scores were lower for visible minority employees than for white/Caucasian
employees. In addition, variations were found between white/Caucasian employees
and Chinese, South Asian and Black visible minority employees. While Black employees
were 13.0% less satisfied than white/Caucasian employees, Chinese employees were
only 8.3% less satisfied than their white/Caucasian counterparts, and the difference
between South Asian and white/Caucasian employees was found to be insignificant.
Decomposition analyses show that over 58% to 82% of the difference in career of
satisfaction scores, depending on the ethnic group, can be accounted for by factors
included in this paper. Of the unexplained portion, most of the differences in career
satisfaction between white/Caucasian and minority groups are attributable to higher
returns to white/Caucasian employees’ human capital and demographic characteristics.

KEYWORDS: visible minorities, career satisfaction, employee perceptions, organizational
commitment
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RESUME

La satisfaction a I’égard de la carriére : un regard au-dela de la
question de la race

Des études antérieures sur le theme cité en titre ont mis largement I'accent sur le succes
a I'égard de la carriére chez les employés de race blanche (Heslin, 2005). Utilisant les
données d’'une récente enquéte, la présente étude examine les niveaux de satisfaction
a I'égard de la carriere d’employés blancs (type caucasien) et en provenance des
minorités visibles dans des emplois de niveau managérial, professionnel et exécutif
dans les secteurs de I'information et des communications (TIC) et des services financiers
corporatifs canadiens. Etant donné I’évolution dramatique du visage démographique
dans les organisations au Canada attribuable au vieillissement de la population et a
I'accroissement de la présence de personnes en provenance des minorités visibles
dans la main-d‘ceuvre, il est crucial pour les dirigeants et les organisations de mieux
comprendre le niveau de satisfaction a I’égard de la carriere de leurs employés.

Des études ont montré que les employés qui sont davantage satisfaits de leur carriére
sont davantage engagés dans leur organisation et sont ainsi davantage susceptibles de
contribuer au succes de celle-ci (Peluchette, 1993; Harter, Schmidt et Hayes, 2002). Les
résultats de notre étude indiquent que les scores moyens en matiére de satisfaction a
I"égard de la carriere se révelent plus faibles chez les employés des minorités visibles
que chez les employés de race blanche. De plus, des différences sont observées entre
employés blancs et ceux d'origines chinoise, sud-asiatique et de race noire. Alors que
les employés de race noire affichent une satisfaction de 13 % moindre que ceux de race
blanche, ceux d’origine chinoise sont seulement 8,3 % moins satisfaits que les employés
de race blanche tandis que I'écart entre employés sud-asiatiques et ceux de race blanche
n’est pas significatif sur le plan statistique.

Des analyses de décomposition montrent que de 58 % a 82 % des différences dans les
scores de satisfaction a I’égard de la carriére, selon le groupe ethnique, peuvent étre
attribuables a des facteurs pris en compte dans I'étude. Pour ce qui est de la portion
non expliquée, la plupart des différences dans la satisfaction a I'égard de la carriere
entre employés blancs et ceux provenant des minorités visibles, sont attribuables aux
rendements supérieurs affichés par les employés de race blanche en matiére de capital
humain et a des caractéristiques démographiques.

MOTS CLES : satisfaction a I’égard de la carriere, minorités visibles, perceptions des
employés, engagement organisationnel

RESUMEN
Satisfaccion profesional: observacion detras las razas

Estudios previos se han focalizado ampliamente en el éxito profesional de empleados
blancos (Heslin, 2005). Usando datos recientes de encuesta, este documento examina
los niveles de satisfaccion profesional de directivos, profesionales y ejecutivos blancos/
caucasianos y de proveniencia de minorias visibles, empleados en el sector de Tecnologia
de la informacién y de comunicaciones (TIC) y del sector de servicios financieros de una
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corporacion canadiense. Dado que la conformacion demografica de las organizaciones
en Canadd estd cambiando drasticamente con el envejecimiento de la poblacién y
la participacion creciente de las minorias visibles en la fuerza laboral, es crucial para
los directivos y organizaciones comprender el nivel de satisfaccion profesional de
sus empleados. Diversos estudios han establecido que los empleados que son mas
satisfechos con sus carreras son mas implicados y son entonces mas susceptibles de
contribuir activamente al éxito de la organizacion (Peluchette, 1993; Harter, Schmidt y
Hayes, 2002). Los resultados de este documento mostraron que los puntajes promedio
de satisfaccion profesional fueron mas bajos por los empleados de minorias visibles
comparativamente con los empleados blancos/caucasianos. Ademas, se establecieron
variaciones entre empleados blancos/caucasianos y empleados de minorias visibles
chinos, sud-asiaticos y negros. Mientras los empleados negros fueron 13% menos
satisfechos que los empleados blancos/caucasianos, los empleados chinos fueron solo
8,3% menos satisfechos que su contraparte blanca/caucasiana, y la diferencia entre
empleados sud-asiaticos y empleados blancos/caucasianos fue no significativa. Los
andlisis de descomposicion muestran que entre 58 a 82% de la diferencia de puntajes
de satisfaccion profesional que depende del grupo étnico, pueden ser explicados por
los factores incluidos en este documento. Por la porcion inexplicada, la mayoria de
diferencias de satisfaccion profesional entre blancos/caucasianos y grupos minoritarios
son atribuibles a los beneficios mas elevados reportados por el capital humano de los
empleados blancos/caucasianos y a las caracteristicas demograficas.

PALABRAS CLAVES: minorias visibles, satisfaccion profesional, percepciones de empleado,
adhesién organizacional



