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MBTI preferences were related to different career path choices 
in a group of software workers. Some differences were also found 
in their motivation profiles, although the overall results showed 

more similarity than might be expected from type theory. 

Abstract 

This study examined the relationship between MBTI types, reasons for working (interpreted as motivation profiles), 
and career path choices. The sample consisted of 341 software technical professionals in small high-tech companies. In 
aggregate, the motivation profiles showed fewer differences than expected between the different psychological types. In 
terms of future career paths, the different psychological types showed significantly different choices, particularly for the 
career option of starting their own companies. 

As a measure of psychological type, the MBTI has 
been shown to have a number of applications to the 
world of work (Keen, 1981; McCaulley, 1981; Myers 
& McCaulley, 1985). Walck's (1992) recent review 
stated that "the MBTI has become a popular tool for 
management and organizational development" (p. 
13). Applications have included different informa
tion requirements (Henderson & Nutt, 1980; Mitroff 
& Kilmann, 1976), decision-making (Hellreigel, 
Slocum, & Woodman, 1989), strategy and planning 
implications (Mason & Mitroff, 1981; Mitroff, 1983; 
Ramaprasad & Mitroff, 1984; Schweiger & Jago, 
1982), organizational change (Barger & Kirby, 1995), 
and work style and management style (Hirsh, 1985; 
Roach,1987). 

Much of the material applying the MBTI to orga
nizations is speculative and not empirically based, 
however. The rapid increase in use of the MBTI in or
ganizations has not been matched by validation of the 
ideas upon which that use is based. Even relatively 
sophisticated frameworks such as those of Kilmann, 
Mitroff, and Mason (Mason & Mitroff, 1981; Mitroff, 
1983; Mitroff & Kilmann, 1976), which look at differ
ent organizational preferences of the four function 
combinations (ST, SF, NF, NT), have received limited 
support when examined empirically (Hoy & 
Hellreigel,1982). This may partly be because of the 
impact of environment superseding the individual 
psychological preferences of the different types. 
Similarly, a study of the turnover reasons of a sample 
of high-tech organizations suggested that environ
ment, as reflected in organization size, could be more 
important than psychological type itself (Garden, 

1989a). Such studies, testing the speculated theoreti
cal differences between the psychological types, con
firm the necessity of obtaining empirical validation of 
the descriptive attributes of the various types. This 
study is aimed at providing some of this. 

The present study focuses on two variables that 
have been relatively ignored in MBTI research, i.e., 
the motivation profiles of the different types and the 
preferred career paths. The group of software devel
opers in small high-tech companies that form the 
sample studied in this paper symbolize trends of the 
work force in general towards knowledge workers, 
gold-collar workers, and the new professionals 
(Garden, 1988, 1989b). This organizational context is 
one where relatively little application of the MBTI has 
been made. 

Background 

Career Path Choices. The first aspect of this 
study is the conjunction of psychological type and ca
reer orientation. The idea that different psychological 
types might choose different career paths derives 
from the nature of the dimensions underlying the 
construct of type. Jung's theory of psychological type 
(Jung, 1971) and the operationalization of that theory 
in the MBTI (Myers & McCaulley, 1985), provide a 
means of examining this. Many studies confirm rela
tionships between type and occupation. As with 
occupational choice, where "an individual can self
select a particular occupation or function" (Walck, 
1992, p. 17), depending on psychological type, so also 
might we expect individuals to self-select different 
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career paths depending on psychological type. 
The present study focused on an area of career 

choice and MBTI preferences that has not been cov
ered in existing MBTI research and writing, the bulk 
of which has examined the relationship between type 
and the choice for or against a managerial career. 
This choice is usually associated with Js and particu
larly with TJs (Carskadon, 1992; Gardner & Martinko, 
1990; Macdaid, McCaulley, & Kainz, 1987; Myers & 
McCaulley, 1985; Reynierse & Harker, 1995; Walck, 
1992), because these functions correspond to a prefer
ence for order and for making decisions. Some stud
ies have indicated that the further up the managerial 
ladder one gets the more overrepresented are Ns and 
Ts (Roach, 1986). 

A minority of studies have examined technical 
and entrepreneurial career choices. A study of com
puter technicians found an overrepresentation of TIs 
in managers (Westbrook, 1988). Computer profes
sionals have been found to be disproportionately Is, 
Ns, Ts, and Js (Walck, 1992). Blumenthal (1994) ex
amined the role type played in the founding, leader
ship, and successful operation of primarily high-tech 
businesses. He found a disproportionate number of 
NTIs and NTPs founding small high-tech businesses. 
Another study found that people who started small 
businesses were predominately NTs, followed by 
STs, with INTP the predominant type (Ginn & 
Sexton, 1988). Forsgren (1990) examined casual in
ventors as a form of entrepreneur and found that 
they were predominately Ps. 

In this study, career choices between four option
al paths were studied in a single population. This 
may reveal subtleties in the processes of career path 
selection that are not indicated when studying one 
type of career choice only, whether for or against 
management or for or against an entrepreneurial ca
reer. Career structures and paths in organizations 
where knowledge workers are employed may be 
more complex than simply a choice for or against 
management, for example. Even the role of a manag
er in such companies is probably much less based on 
keeping order and making decisions, so there is a 
question whether, with such employees, even the 
readily assumed relationship between managerial ca
reer path and T and J holds. 

The framework for career paths on which this 
study is based is that of Allen and Katz (1986). The 
questionnaire measuring career path preferences is 
contained in Allen and Katz (1985), who defined ca
reer orientation as a relative preference for one type 
of career path relative to others and distinguished 
three career paths among engineers and scientists. 
These were specified as movement upwards in a 
managerial ladder, or a technical ladder, or move
ment across a series of interesting projects irrespec
tive of promotion. Allen and Katz's respondents 
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were distributed in proportions of 33% (managerial), 
22% (technical), and 46% (project). A comparable 
study of career orientations in smaller technical soft
ware companies included a fourth career option, 
owning one's own company (Turbin & Rosse, 1988), 
rather than just choosing between a managerial, tech
nical, or project-based career. With this four-way 
choice, Garden (1990) found that respondents in tech
nical professions were distributed in proportions of 
35% (managerial), 26% (technical), 15% (project), and 
25% (own company). 

Hypotheses for Career Path Preferences. In this 
study, the relationship between type and these four 
career paths (Le., managerial, technical, project-based, 
owning a company) was examined. Because many 
studies of type show a relationship between TJ and 
management, it was predicted that the managerial 
ladder would be disproportionately chosen by Ts and 
Js. The technical ladder was initiated in larger orga
nizations to provide for technical specialists who 
want to advance in the company without assuming 
administrative and people-management responsibili
ties. As a group, such people have been discussed in 
terms of the technical personality, which has been de
scribed as both introverted and more comfortable 
dealing with ideas than people (Webster, 1988). 
Thus, this study predicted that the technical ladder 
would be preferred disproportionately by introverts 
and by thinkers. The project-based career choice has 
been found to correspond with a low need for status 
and a high need for challenging work. (Allen & Katz, 
1985). This study predicted that individuals most at
tracted to this route would be people who are intu
itive and/or perceiving. The career option of starting 
one's own company was predicted to be dispropor
tionately chosen by individuals with a high need for 
autonomy and entrepreneurism. Autonomy has been 
found to be most strongly associated with both intu
itive types and perceiving types (Myers & McCaulley, 
1985). Reynierse and Harker's (1995) recent study of 
line and staff management, which suggested that the 
J-p preference represents a continuum of bureaucracy 
and entrepreneurism, implies that a choice for start
ing one's own company would be more associated 
with Ps than with Js. 

In summary, the predictions are for: (a) the man
agerialladder to be associated with Ts and Js, (b) the 
technical ladder to be associated with Is and Ts, (c) 
the project-based career to be associated with Ns and 
Ps, and (d) owning one's own company to be associ
ated with Ns and Ps. 

Motivation Profiles. The second topic examined 
in this study is the motivation profile of the different 
types, here operationalized as their reasons for work
ing. A considerable amount of the MBTI research has 



dealt with what different psychological types want 
out of their work. Myers and McCaulley (1985) hy
pothesized that Es prefer to work interactively with a 
succession of people, whereas Is prefer work that per
mits some solitude; Ns prefer working on a succes
sion of new problems and Ss prefer working with de
tail; Ts want work that requires logical order and 
analysis, whereas Fs want work that provides service 
to people; and Js prefer work that imposes a need for 
system and order, whereas Ps prefer work that re
quires adapting to changing situations. 

Criterion-validity studies have correlated the 
MBTI scales with other measures that reveal relation
ships that may be of relevance to the motivational 
profiles of the different psychological types. Myers 
and McCaulley (1985) reported, for example, that 
order is significantly related to Ss, Ts, and Js. 

Thome and Gough (1991) found E to be signifi
cantly correlated with assessor ratings of being ener
getic, sociable, and gregarious. Using external asses
sor ratings, they also found N to be significantly cor
related with ratings of being unconventional and 
imaginative, F with ratings of being warm and affec
tionate, and P with ratings of being "informal [and] 
resistant to precise planning" (p. 42). By contrast, J 
was related to consistency and, on an ACL checklist, 
was more associated with being conservative and de
liberate. 

A study of management teams (Sundstrom, 
Koenigs, & Huet-Cox, 1994) found a significant corre
lation between E and friendship. N was negatively 
correlated with conventional practices and positively 
with valuing creativity; F was correlated with being 
friendly; and J was correlated with authority and con
ventional ways of doing things. In a study of princi
pals, Gardner and Martinko (1990) found Es spend
ing more time socializing and J s spending more time 
on paperwork and exchanging routine information. 

Buie (1988) directly examined the work prefer
ences of the different types in a sample of 47 scientific 
computer professionals. Although the measure was 
the Kiersey Temperament Sorter rather than the 
MBTI, the occupation was similar to the one studied 
in this report. Job satisfaction was significantly 
related to liking competition (Es relative to Is); liking 
detail (Ss relative to Ns); liking creativity (Ns relative 
to Ss); liking accomplishment, variety, cooperation, 
and creativity (Fs relative to Ts); and liking variety 
and spontaneity (Ps relative to Js). 

The theoretical framework underlying the moti
vation profiles used in the present study was derived 
from Hunt (1986), who regards motivation as reflect
ed in the degree to which an individual chooses to 
engage in certain behaviors to reach certain goals. 
The work goals specified in the motivation profiles 
used in this study were the six identified by Hunt in 
his research on approximately 10,000 subjects: 

(a) money and comfort, which include physiolog
ical comfort, and is best summarized as a comfortable 
lifestyle; 

(b) structure and security goals, which include 
the idea of certainty and a structured work environ
ment; 

(c) friendships and relationships at work, which 
refer to employment conditions in which strong 
friendships are likely to be made; 

(d) recognition goals, which include both recogni
tion and reward for good performance as well as for 
visibility; 

(e) power and reponsibility, i.e., the opportunity 
to influence and control others; and 

(f) autonomy and creativity, which include the 
idea of being controlled by yourself rather than by 
others. 

In this study, the same six categories were used 
to derive motivation profiles but were assessed with 
a much shorter instrument than Hunt's (1986). His 
measure was used primarily for individual feedback 
that was not the purpose of this study. 

Hypotheses for Motivation Profiles. The six cat
egories can be predicted to have differential salience 
to different psychological types. Type theory and re
search leads us to predict the following associations: 
money and comfort with 5; structure and security 
with 5 and J; recognition with E and T; friendships 
with E and F; power and responsibility with T and J; 
and autonomy with Nand P. 

Method 

Subjects. The subjects were 341 software devel
opers in 11 high-tech software companies in the U.K.; 
that represents a 58% response rate. Forty-five sub
jects came from 7 small companies (fewer than 50 em
ployees), 87 came from 3 medium-sized companies 
(between 100 and 250 employees), and 209 came from 
1 large company (approximately 2,000 employees). 
The sample was treated as a whole for most analyses, 
rather than being broken into size categories, because 
the resultant cell sizes when type was included were 
too small to permit meaningful analysis. 

Employees at or below project leader level were 
included. The average age of the sample was 28 
years, and there were 82% men and 18% women. All 
spent some proportion of their time on programming 
and most of their time on design specification. 

Measures. A questionnaire concerning the em
ployees' experience of their particular organization 
was distributed. (The questionnaire included other 
items in addition to the ones analyzed in this study. 
It was aimed at a general understanding of emotional 
states in technical employees.) The questionnaires 
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Table 1. Type Distribution 
of the Total Sample. 

N=341 += l%ofN 

The Sixteen Complete Types Dichotomous Preferences 

ISTJ ISFJ INFJ INTJ E n= 161 (47.2%) 
n=38 n=9 n= 14 n=44 I n= 180 (52.8%) 
(11.1 %) (2.6%) (4.1%) (12.9%) 
+++++ +++ ++++ +++++ S n= 133 (39.0%) 
+++++ +++++ N n= 208 (61.0%) 
+ +++ 

T n= 238 (69.8%) 
F n= 103 (30.2%) 

J n= 193 (56.6%) 
P n= 148 (43.4%) 

ISTP ISFP INFP INTP 
n=9 n=9 n=26 n=31 Pairs and Temperaments 
(2.6%) (2.6%) (7.6%) (9.1%) 
+++ +++ +++++ +++++ IJ n= 105 (30.8%) 

+++ ++++ IP n= 75 (22.0%) 
EP n= 75 (22.0%) 
EJ n= 86 (25.2%) 

ST n= 96 (28.2%) 
SF n= 33 ( 9.7%) 
NF n= 70 (20.5%) 

ESTP ESFP ENFP ENTP NT n= 142 (41.6%) 
n=8 n=5 n=22 n=40 
(2.3%) (1.5%) (6.5%) (11.7%) SJ n= 98 (28.7%) 
++ ++ +++++ +++++ SP n= 31 ( 9.1%) 

++ +++++ NP n= 119 (34.9%) 
++ NJ n= 103 (30.2%) 

TJ n= 150 (44.0%) 
TP n= 88 (25.8%) 
FP n= 62 (18.2%) 

FJ n= 41 (12.0%) 
ESTJ ESFJ ENFJ ENTJ 
n=41 n= 10 n=8 n=27 IN n= 115 (33.7%) 
(12.0%) (2.9%) (2.3%) (7.9%) EN n= 97 (28.4%) 
+++++ +++ ++ +++++ IS n= 65 (19.1%) 
+++++ +++ ES n= 64 (18.8%) 
++ 

ET n= 116 (34.0%) 
EF n= 45 (13.2%) 
IF n= 58 (17.0%) 
IT n= 122 (35.8%) 

Jungian Types (E) Jungian Types (I) Dominant Types 
n % n % n % 

E-TJ 68 19.9% I-TP 40 11.7% Dt.T 108 31.7% Anna Garden, 
E-FJ 18 5.3% I-FP 35 10.3% Dt.F 53 15.5% Relationships Between MBTI Profiles, 
ES-P 13 3.8% IS-J 47 13.8% Dt.S 60 17.6% Motivation Profiles, and Career Paths. 
EN-P 62 18.2% IN-J 58 17.0% Dt.N 120 35.2% 
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were returned directly to the author. 
Respondents completed the abbreviated version 

(Form A V) of the MBTI, because of time constraints 
on this type of employee. As recommended by 
Macdaid (1984), only MBTI type categories rather 
than continuous scores are used in the analysis of 
Form AV data. Macdaid indicated that Form A V is 
satisfactory with highly educated populations. In the 
present sample, 96% had a bachelor's degree or high
er. The MBTI has been shown to have adequate relia
bility (Carlyn, 1977; McCaulley, 1981) and to perform 
well in most areas of validity (Myers & McCaulley, 
1985), although attention is still needed in the area of 
construct validity (Coan, 1978; McCrae & Costa, 
1989). 

Career orientation was measured by a standard 
format developed by Allen and Katz (1985) for use 
with engineers and scientists. The question that mea
sures career orientation asks: "As you think ahead 
over the next 5-10 years, to what extent would you 
ideally want your career to proceed in the following 
ways?" The different orientations are rated on a 7-
point Likert scale from "not want at all" (1) to "want 
very much" (7). The career orientations were: (a) 
move into middle or senior management; (b) advance 
into a higher technical position; and (c) move from 
one challenging assignment to another irrespective of 
promotion. A fourth alternative constructed by the 
author specifically for this population was (d) to start 
your own company. Following Allen and Katz, a ca
reer orientation was computed by determining the 
option with the highest rating. If two options were 
tied for first and second, then the respondent was 
judged not to have a career preference and was re
moved from the analysis. 

Motivation profiles were measured by a forced
choice item developed for this study, using the labels 
and definitions created by Hunt (1986). A forced
choice format was used, because this is considered 
more revealing of actual goal preferences than Likert
type scale question for each individual goal. The re
spondent was asked to allocate 100 points across the 
six categories of reasons for working: i.e., (a) money 
and comfort; (b) structure and security; (c) friend
ships; (d) recognition; (e) power and responsibility; 
and (f) autonomy. Hunt's method employing 66 
forced-choice questions between alternate pairs of op
tions was not used because of time constraints and, as 
indicated, because the purpose was not to explore the 
different patterns and subtleties within each profile 
as a means of providing focused feedback to each in
dividual. 

Results 

Type Distribution. As Table 1 shows, the type 
distribution was predominantly I (53%), N (62%), T 

(70%), and J (56%). 42% of the sample was NT, fol
lowed by 5T (28%), NF (20%), and SF (10%). This dis
tribution is similar to that for computer specialists 
(Myers & McCaulley, 1985). There was a trend of 
slightly increaSing proportions of E, 5, T, and J as the 
organization size increased. 

Career Path Preferences. Only 251 (74%) of the 
total sample showed clear preferences for a career 
path. There were significant differences in the choice 
of ideal career path for each of the personality prefer
ences, as measured by the chi-square statistic. The 
four career paths were compared together for each 
preference dimension. 

(a) Es and Is. As illustrated in Table 2, Es clearly 
preferred a managerial career more than Is, and Is 
preferred a technical ladder and, to a lesser extent, 
the project route more than Es. Owning one's own 
company was chosen equally by Es and Is. 

Table 2. Career Path Preferences for 
Extraverts Compared with Introverts. 

E I 
n = 126 n = 125 

Managerial 52 (41 %) 33 (26%) 
Technical 26 (21 %) 40 (32%) 
Challenging projects 15 (12%) 22 (18%) 
Own company 33 (26%) 30 (24%) 

Note: chi-square (3, 251) = B.7, P = .03. The num
bers of subjects were reduced by discarding subjects with
out a clear preference for one career path. 

(b) Ss and Ns. 5s preferred the managerial lad
der more than Ns, whereas Ns preferred the technical 
ladder, the challenging project, and owning their own 
company. Table 3 illustrates the differences between 
5s and Ns. 

Table 3. Career Path Preferences for 
Sensing Types Compared with Intuitive Types. 

5 N 
n= 100 n = 151 

Managerial 44 (44%) 41 (27%) 
Technical 21 (21 %) 45 (30%) 
Challenging projects 13 (13%) 24 (16%) 
Own company 22 (22%) 41 (27%) 

Note: chi-square (3, 251) = 7.B, P = .05. The num
bers of subjects were reduced by discarding subjects with
out a clear preference for one career path. 

(c) Ts and Fs. Table 4 depicts the difference for 
thinking and feeling types, and a significant overall 
type effect on career path preference was found. Ts 
preferred the managerial career and the technical 
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ladder. The strongest difference was in the career 
path of moving from one challenging project to an
other irrespective of promotion, which Fs preferred 
more than Ts. Ts and Fs fairly equally chose the path 
of running their own companies. 

Table 4. Career Path Preferences for 
Thinking Types Compared with Feeling Types. 

T F 
n = 181 n= 70 

Managerial 65 (36%) 20 (29%) 
Technical 51 (28%) 15 (21 %) 
Challenging projects 18 (10%) 19 (27%) 
Own company 47 (26%) 16 (23%) 

Note: chi-square (3, 251) = 12.0, P = .007. The 
numbers of subjects were reduced by discarding subjects 
without a clear preference for one career path. 

(d) Js and Ps. There was also a a significant type 
effect on ideal career path for judging types and per
ceiving types. As shown in Table 5, Js preferred the 
managerial route, whereas Ps preferred the challeng
ing project route and, in particular, owning their own 
companies. The technical route was preferred in ap
proximately equal proportions. 

Table 5. Career Path Preferences for 
Judging Types Compared with Perceiving Types. 

J P 
n = 138 n = 113 

Managerial 58 (42%) 27 (24%) 
Technical 37 (27%) 29 (26%) 
Challenging projects 16 (12%) 21 (19%) 
Own company 27 (20%) 36 (32%) 

Note: chi-square (3, 251) = 11.9, P = .OOB. The 
numbers of subjects were reduced by discarding subjects 
without a clear preference for one career path. 

Sixteen types. The career path preferences for 
the 16 types are shown in Table 6. Although the indi
vidual cell sizes were too small to permit extensive 
interpretation, for all 16 types the relationship with 
career orientation was significant (chi-square [45, N = 
250] = 68.3, p < .01). A number of individual items 
are noteworthy: the high proportions of ESTJ sand 
ENTJs wanting a managerial career; of ENTPs and 
INTPs wanting to run their own companies; of INTJs 
preferring a technical ladder; and of INFPs wanting a 
challenging project route and not wanting a manage
rial career. This is consistent with the predictions of 
this study for the managerial ladder to be associated 
with T and J, of the technical ladder to be associated 
with I and T, of the project route to be associated with 
Nand P, and of owning one's own company to be as
sociated with Nand P. However, not all of the pre-
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dictions were supported in the results for the 16 types 
because, for example, not all of the NP types showed 
a strong choice for the project route. To some extent 
this may be caused by the small cell sizes. 

The effect of organizational size on the preceding 
results could not be reliably computed because of the 
small cell sizes that result with all three variables of 
type, career orientation, and size. 

Motivation Profiles. The profile for the whole 
sample is illustrated in Table 7. (Each category is 
measured in terms of the mean value or rating as
signed to it out of the 100 points allocated.) The high
est ranking is given to money and comfort, followed 
by recognition and autonomy. In descending order, 
the other items were friendships, power and respon
sibility, and structure and security. 

Table 7. Motivation Profile 
of Total Sample (N = 341). 

Money and Comfort 
Recognition 
Autonomy 
Friendship 
Power and Responsibility 
Structure and Security 

Rating out of 100 
26.4 
19.8 
18.5 
14.5 
10.0 
9.9 

Ranking 
1st 
2nd 
3rd 
4th 
5th 
6th 

However, the significant aspect for our present 
purposes is not the occupation itself, but the motiva
tion profile for the different types. Using the t- test, 
the mean values for each reason for working were 
compared. The statistical method used was to isolate 
each of the six goals and correlate the ranking given 
to each with the individual type dimensions. These 
results are shown in Table 8. 

Only a few results were statistically significant 
and only some of the expected type-based differences 
occurred. There were no significant differences in the 
mean value of points assigned to the different reasons 
for working by Es and Is, although it was expected 
that Es would rate recognition and friendships higher 
than Is. Ss rated structure and security higher than 
Ns and autonomy less, as expected, but also rated 
friendships somewhat less, which was not predicted. 
Ts rated money and comfort more than Fs, which was 
not expected, but rated power and responsibility 
more and friendships less than Fs as expected. Also, 
as expected, Js rated structure and security more than 
Ps and autonomy less, but there were no differences 
between Js and Ps in their ratings of power and re
sponsibility, as had been predicted. 

In other words, each preference showed a similar 
relative ordering, i.e., motivation profile. For each 
type, money and comfort was ranked highest, with 
recognition and autonomy coming either second or 



Table 6. Career Path Preferences of the 16 Types. 

Managerial Technical Challenging Project Own Company 

ESTJ (n = 37) 24 

ESTP (n= 4) 2 

ESFJ (n = 6) 2 

ESFP (n= 3) 

ENTJ (n = 17) 9 

ENTP (n = 36) 9 

ENFJ (n = 4) 1 

ENFP (n = 19) 5 

1ST] (n = 26) 9 

ISTP (n = 8) 3 

ISFJ (n = 5) 3 

ISFP (n= 8) 2 

INTJ (n = 30) 6 

INTP (n = 21) 3 

INFJ (n = 10) 5 

INFP (n = 16) 1 

Total (N =250) 84 (33%) 

third. For each type, structure and security and 
power and responsibility were lowest in the ranking. 
These differences in means for individual preferences 
tend to obscure the finding that basic motivational 
profiles are similar for each personality preference. 

The results are illustrated in a different way in 
Figures 1 to 4. These indicate that the preferences are 
more similar than different in their motivation in this 
sample. The 5 and N overall profiles and the J and P 
profiles are relatively similar. The 5 profile shows a 
higher ranking for autonomy than for structure and 
security, as did the Ns. Likewise, the J profile is simi
lar to what was predicted for the perceiving types, 
rather than vice versa. Although, as expected, Js 
rated structure and security significantly higher than 
Ps, they assigned a lower mean ranking to that cate
gory as a reason for working than they did to autono
my. 

Organizational size made little difference in the 
profiles. Minor changes occurred in some of the rat
ings, but these changes were similar for each type. 

Discussion 

Career Path Choices. In relation to career path 
choices, some support was found for the effect of 
type. One of the features of the current study was an 

6 1 6 

2 

1 2 1 

1 2 

3 1 4 

10 4 13 

2 1 

5 4 5 

7 4 6 

2 1 2 

1 1 

2 3 1 

15 3 6 

7 3 8 

3 2 

5 6 4 

66 (26%) 37 (15%) 63 (25%) 

expansion of the range of career options examined to 
include a technical ladder and a project route in addi
tion to a managerial ladder and owning one's own 
company. Typically, the term career path implies 
movement upwards, whereas the project route, by 
definition, is sideways. 

The results showed that Is chose the technical 
ladder and project route more than Es, and the most 
marked preference for Fs compared with Ts was for 
the project route. Ps chose the project route more than 
Js, and Ns chose the technical ladder more than Ss. 

It is not clear whether it is the idea of the chal
lenge of the project route that differentially attracts Is, 
Fs, and Ps, or whether it is the lack of association 
with promotion that makes this route a negative 
choice for Es, Ts, and Js. Similarly, Is and Ns may be 
differentially choosing a technical ladder in this sam
ple either because they are not choosing the manage
rial path, or because the technical work of these em
ployees is particularly attractive to them, i.e., the ab
stract activities of software development and design. 
Although the present research cannot explain the un
derlying reasons for the choices displayed, it pro
vides support for an argument to widen the idea of 
career path to include these other less traditional and 
conventional routes in order to satisfy the career 
needs of different types. 
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Table 8. Correlations Between Individual Reasons for Working and MBT! Dimensions (N = 341). 

MBTI Money and 5tructure and Friendships 
Scale Comfort Security 

E -.04 -.07 .07 

I .11 .10 -.08 

5 . 06 .25 ......... -.13'" 

N -.11 -.19"'''' .05 

T .14'" . 07 -.19 ......... 

F -.01 -.01 .23 ......... 

J . 08 .22 ......... -.12'" 

P -.06 -.18 ...... .10 

"'p< .05 ...... p< .01 ......... p< .001 

The results also suggest that the potential frustra
tion of such types as Ps in a bureaucratic environ
ment might be alleviated by options other than, for 
example, leaving a large company and founding their 
own business. Intermediate steps such as providing 
technical ladders and project routes might provide 
enough variety and complexity to satisfy the different 
needs of these psychological types. 

The results for the 5-N and J-p preferences pro
vided support for the notion that this dimension is 
relevant to the choice for starting one's own compa
ny, with both Ns and Ps significantly choosing this 
route relative to 5s and Js. (There was little difference 
between Es and Is and between Ts and Fs in wanting 
to start their own companies.) In contrast, Es, 5s, Ts, 
and Js chose a managerial career path more than Is, 
Ns, Fs, and Ps did. These results are consistent with 
those of Reynierse and Harker (1995) with respect to 
the implications of the J-p preference for a more man
agerial choice (J) versus entrepreneurial orientation 
(P), as well as other studies that have identified man
agement with the T and J preferences. In this sample, 
Es and 5s disproportionately chose the managerial 
route, as well. 

Future research. Because there was a slight in
crease in the proportions of Es, 5s, Ts, and Js in the 
largest company compared with the smallest compa
nies, it is possible that there is a hidden underlying 
effect of size in these results. The effect of organiza
tional size could not be reliably gauged because of 
the small cell sizes when both career orientation and 
type were added to the analysis, but future research 
could usefully examine any such effect. Ignoring 
type, a previous study with the same measure of ca-
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Responsibility 

-.01 .07 .02 

.04 -.11 -.08 

-.02 .02 -.34 ......... 

.01 -.02 .34 ......... 

. 03 .25 ......... -.10 

-.10 -.10 -.08 

-.03 .10 -.17"'''' 

-.00 -.12 .21 ......... 

reer orientations found that in a large organization al
most half of all respondents chose the managerial 
path, whereas in small organizations approximately 
10% did so (Garden, 1990). This may be because in 
larger organizations the managerial ladder becomes 
the main path to success rather than just another al
ternative path. If so, we would expect all types to feel 
some pressure to choose this particular career path, 
insofar as it is differentially related to success. Thus, 
Es, 5s, Ts, and Js might be choosing a path to identifi
able success as well as or instead of a managerial ca
reer. Unraveling these potential explanations was not 
possible in the present study but could be a fruitful 
area for future research. 

Another area worth pursuing in future research 
is whether or not the preferred choices are actually 
put into practice. Blumenthal (1994) made this dis
tinction in his work. Because the measures used in 
the present research refer to intentions, and because it 
might be expected that, for example, both Ns and Ps 
might not implement their intentions as consistently 
as 5s and Js, research on people who actually imple
ment their preferred career options would be helpful. 
Reynierse and Harker (1995) implied the existence of 
frustrated Ps in a bureaucratic environment. A hy
pothesis arising from their study as well as the pres
ent one might be that Ns and Ps who choose and im
plement a career path of starting their own compa
nies are more satisfied/less frustrated even if unsuc
cessful than individuals who stay with the company 
and are successful. 

Motivation profiles. This study also examined 
type differences in terms of motivation profiles or 
reasons for working. As a whole, this particular 



Figure 1. Profile of Reasons for Working for Es Compared with Is: 
Mean Value Out of 100 Points; Each E or 1= ca. 1 Point; 

Height of Column Indicates Magnitude. 
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group of software developers revealed a distinct pro
file. It was unusual in placing the highest ranking on 
an extrinsic motivator, money and comfort, as well as 
two intrinsic motivators, recognition and autonomy. 
In Hunt's (1986) data base, people with a professional 
or technical orientation tend to trade off the extrinsic 
factor of money and comfort for the intrinsic factors 
of recognition and autonomy as well as power and 
responsibility. A relative choice in favor of money 
and comfort is normally accompanied by a similar 
choice in favor of structure and security as well 
as friendships. Such a profile is usually seen with 
production workers but not with high achievers or 
professionals. 

Although these comparisons need to be done 
with caution because our measures and their mea-
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Recognition Power & Autonomy 
Responsibility 

sures are different, insofar as they are comparable, 
the above findings suggest that the tradeoffs made by 
software workers in this study are unlike those of 
other professionals such as engineers or academics. 
Employers could not pay a relatively low salary and 
expect freedom and status or recognition to compen
sate. These employees want both. What they seem to 
want to avoid is too much structure in the work 
environment or too much responsibility for others. 

The overall profiles for each of the types were re
markably similar. Some significant differences oc
curred between types in the valuation assigned to in
dividual categories of reasons for working, but the 
overall profiles in Figures 1-4 suggested that, al
though some type differences may be operative, they 
may be relatively unimportant. In other words, the 
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Figure 2. Profile of Reasons for Working for Ss Compared with Ns: 
Mean Value Out of 100 Points; Each S or N = ca. 1 Point; 

Height of Column Indicates Magnitude. 
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key results relate to the universal importance to all 
types in this sample of money and comfort, recogni
tion, and autonomy and the relative unimportance to 
all types of structure and security; power and respon
sibility was significantly, albeit weakly, associated 
only with Ts relative to Fs; and recognition showed 
no significant type effects at all. Within the overall 
context, the individual differences that were statisti
cally significant actually seem rather trivial. The prac
tical implication is that types might want conditions 
that are more similar than different, which is contrary 
to a narrow interpretation of type theory. 

This applied specifically to 5s and Js, whose re
sults were more in line with expectations from the lit
erature for intuitives and perceiving types. For exam
ple, the 5 profile was closer to what was expected for 
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intuitives rather than the intuitive profile being closer 
to what was expected for the sensing types. For ex
ample, the latter would have been reflected in both 5s 
and Ns rating structure and security higher than au
tonomy. This is similar to a previous finding 
(Garden, 1989a) that the potential reasons for leaving 
a company were more similar than different between 
5s and Ns and between Js and Ps, and that 5s' and Js' 
reasons were closer to what would be predicted for 
intuitives and perceiving types. In this study, the 
item autonomy as a reason for working, although a 
supposedly intuitive characteristic, was not only sim
ilar for both 5 and N, and J and P (notwithstanding a 
statistically significant difference in means), but was 
also relatively highly rated by 5s and Js as it was by 
Ns and Ps. On the other hand, the item structure and 



Figure 3. Profile of Reasons for Working for Ts Compared with Fs: 
Mean Value Out of 100 Points; Each T or F = ca. 1 Point; 

Height of Column Indicates Magnitude. 
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security as a reason for working was as relatively 
unimportant to the sensing types as it was to intui
tives. 

This could reflect a bias in the standard type de
scription of sensing and judging types. It is possible 
that the routine aspects of work usually ascribed to Ss 
and Js are merely tolerated more by these types but 
are not actively sought any more than they are by Ns 
and Ps. Or it may be that other variables not consid
ered by this study explain these results. For example, 
structure and security may be relatively more impor
tant than autonomy for Ss and Js relative to Ns and 
Ps when learning a new job, but once the job is mas
tered, autonomy becomes more highly valued by the 
former. 

Another interpretation is that it is possible that 
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the cultural norm in these small software companies 
was for an NP-type way of working. If this is so, it 
may overlay the effect that psychological type in itself 
had on the reasons for working. Although different 
in content, this would be similar in principle to the 
findings of Hoy and Hellreigel (1982) that the actual 
preferences for organizational structure and style in 
more conventional small businesses are more sensing 
and thinking, even for people with the opposite pref
erences for NF types. 

A general factor that needs to be considered is the 
effect of the method of computation on the results ob
tained. The statistical method used here was to iso
late each of the six goals and to correlate the ranking 
given to each with the individual type dimensions. 
This study suggests that this method may lead to 
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Figure 4. Profile of Reasons for Working for Js Compared with Ps: 
Mean Value Out of 100 Points; Each J or P = ca. 1 Point; 

Height of Column Indicates Magnitude. 
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statistically correct but relatively trivial findings, 
which are misleading within an overall context, 
which in this study was illustrated by looking at the 
overall profile of the mean rankings of the six reasons 
for working in toto (Figures 1-4). 

Summary. The overall results in this study, in re
lation to both career choices and motivation profiles, 
suggest that behavior and choices in work settings 
are influenced to some extent by type. However, the 
results also suggest the need in future research for 
clarifying any contingent factors involved rather than 
examining type alone. Taking into account such dif
ferences stemming from other contingent factors may 
help expand our understanding of the impact of type 
as well as help reconcile diverse findings about type 

Page 14 Journal of Psychological Type, Vol. 41, 1997 

30 

25 

20 
J P 
J P 
J P P 
J P P 
J P P 15 
J P P 
J P J P 
J P J P 
J P J P 
J P J J P 10 
J P J J P 
J P J P J P 
J P J P J P 
J P J P J P 
J P J P J P 5 
J P J P J P 
J P J P J P 
J P J P J P 
J P J P J P 
J P J P J P 0 

Recognition Power & Autonomy 
Responsibility 

preferences in work settings. In his study of type and 
behavioral environment, Salter (1995) suggested that 
an interactional framework is necessary. This is simi
lar to the multiplicity of influences described by 
Walck (1992) in relation to the role being played by 
type in management and organizations. The present 
study provides one step in that direction. 
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