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Resarch about office computerization and its

relationships to gender and level in the organization is fairly new.
Despite increased use of computers in offices and the belief that -
employee attituder toward the technology may be crucial when trying
to achieve technological effectiveness, few studies have examined
these issues. A study was conducted to investigate how an
individual's perception of career success might be related to his/her
attitude toward a computer-based technology. Twenty-eight Canadian
employers from large firms, medium-sized firms, educational
institutions, and government agencies selected three to six
successful managers and an ejual number of support personnel from
various departments. Employees (N=196) who used computers at work
vwere selected and administered an anonymous questionnaire to assess
their present positions in terms of success and their perception of
the technology available to them. The results confirmed the
hypothesis that computer attitudes would explain employee perceptions
of job and life success. The results also demonstrated that employees
assessed computers differently depending on whether they used
intelligent workstations or main-frame terminals. Respondents felt
that the effect of intelligent workstations upon communication was
positive. Other data showed that the perceived effect of computers
upon control differed strongly according to gender. Women reportesd
feeling less in control when working with a main-frawe terminal than
did men, while the perceptions of control when working with an
intelligent workstation were about equal for men and women. These
findings suggest implications for both researchers and practitioners.
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Techh;lmgyr 2
AN ASSESSMENT OF COMPUTER ATTITUDES AND

THEIR EFFECT ON CAREER SUCCESS

fbstract
Research about office computerization, and its relationships with gender and
level 1n the organization is fairly new. Despite increased use of computers
in offices and the belief that employee attitudes toward the technology may

be crucial when trying to achieve technological effectiveness, +ew studies

have examined these i1ssues. Based on earlier findings. this study predicted

that computer attitudes would explain employee perceptions o+ job and life
sSuccess. The results confirmed this hypothesis. Furthermors, our study
assessed computer attitudes as they relate to gender, hierarchical level and
type of computer used. Respondents varied according to category of computer
used most o+ten (intelligent workstation vs. main—-frame terminal). They felt
that the e+fect of intelligent workstations upon communlcatiqn 1s positive.
The data also showed that the perceived effect of computers upon control
differs strongly according to gender. The implications ot this project +or

researchers as well as practitioners are discussed.
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AN ASSESSMENT OF COMPUTER ATTITUDES AND
THEIR EFFECT ON CAREER SUCCESS
It is expected that by the end of this decade, the majority o+ clerical
as well as managerial workers will use computers 1n their daily work
(Giuliano, 1982; Gutek, 1983). rhe impact o+ computerization upon job design
and work structure has already been substantial. and 1t has become an area
of considerable interest for human resource management. However, most of
the relevant research has dealt with areas such as human factors
engineering, financing and organizational designing {(e.g., Lieberman, Selig
% Walsh, 1982, chap. 1 & 2. Policy and strategy i1ssues as related to
computer technology have taken most of the limelight in organizational
literature (Megaw % Lloyd, 1984), while human resource aspects have largely
been 1gnored hy organizational researcheré, even though additional work in
thi1s area 15 deemed necessary (kahn, 1981).

This paper investigates how an 1ndividual’s perception of career
success anight be' related to his/her attitude toward a computer-based
technology. Specifically, this study looks at a construct of subjective
career success with such dimensions as job and financial success. These are
coupled with computer a*titudes assessing worker views about guality of job
li+e and communication. We intend to +imd out i+ employees di+fer 1m their
evaluation of computer-based technology due to the type of sgulpment used.
hlerarchical level in the organization and the 1ndividual' s ssx. Some
researchers have pointed out that studies applying scales in culturale
sectings, other than the ones t+our which they were originally developed, Clgty
scarce. TIhls 1s the case =ven though internationalization or busSimess makes

such research ever more valuable to nmanagement vmdler, 1732,. O
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Regsearch to date has assessed carser success as perceived by mersons
evaluating others careers, generally with such criteria as job title, salary
and promotions (e.g., Gould % FPenley, 1984; kotter, 19823 Stumpf %
ﬁab1now1tz, 1981). UOrganizational reseairchers have claimed that only by
increasing our knowledge about internal success perceptions will the best
job-person fit be possible (Brousseau, 1983; Oriver, 1979: Schein, 1%78),
yet researchers and human resource specialists usually know little or
nothing about an i1ndividual®s own concept of career success {(cf. Schein,
1$78) .
he introduction of computer-based office information technology into
an existing office environment has wusually been technology-led., without
consideration of potentially negative effects upon the workforce and the
quality of job life (BGattiker, 1784, . 'he +ollowing literature review
points out the human resource aspects o+ prior research in this area. Cor—
ceptual papers appear to outnumber applied studies, and most applied
research to date has concentrated on computer technology +rom the organiza-
tional perspective (Megaw % Lloyd, 1984). Studies investigating the et+tects
of gender, hierarchical level and type ot techrnology on an individual®s
evaluation of the computer and career success are lacking but needed (e.g..
kKling, 1978; Panko, 1784).
Literature Review

Computerization and the Transformation o+ the Workplace

Apart  from i1ts 1mpact upon the skill base ot a fFompany’s workers,
computer technology 1s expected to alter tundamentalily the concitions ot
employment 1n aorganizations. Fotential bproblems wlth computerization have
alrready been noted i1n +ield studies ancd spec:i:tied 1m the literature Ve g o
rling, 1972). #s a consequence o+ such automat:or. many tasks could pecome
mIrTE routine and repetitive and less  challernging vohepard. ir7l. chap. 4.

it 13 1n the 1ntersst ot both the organization and Lhs efiplvEEsS Lo 1nter-
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pret the ever increasing use2 of office technology as improving the quality
of work life (Kahn. 1981). In a recent study, Gattiker, Gutek and Berger
{1983) concluded that personal computers were i1ndeed perceived as being most
helpful 1n 1mproving work @ffectiveness and the quality o+ work life.

Other relevant concerns are pertormance and control as perceived by
employees (Salzman & Mirvis, 19835). Although computers may take credit +or
improving efficiency and effectiveness on the job, they can also provide new
avenues o+ control for management which could lead to worker hostility and
unrest (Mankin, FEikson & (Gutek, 1982). However, very little empirical
research has been done i1n this area (e.g.. Kling % lacono, 1584).

Still another related t+actor 15 communication. Some technologies are
more usetul for this purpose than others, but the computer appears to have
become an 1mportant new tool capable o+ 1improving communications. tet,
research nhas showr that people communicating via computers evaluated each
other less favorably than did people dealing face-to-tace (kiesler, Zubrow,
Moses % Geller, 1v83). This result 1s of crucial significance since a major
part of ofrice work involves the exchange of large amounts of data and
infermation  (Doswell, 1983:; Panko, 1984).

Attitudes toward computer—-based technoloay. Most new technoicgi=2s are

adapted 1 hopes ot +acilitating higher productivity and 3ob satis+action
(Rodmer, 19823 Gutek, 1983 . However, the relative negliect of user
attitudes 1n the study ot office 1nformation technology could be detrimental
to these goals. Objective +actors (the technology i1n a persor‘s work
environment) affect subjsective factors (perception of work), which, 1n turn,
in+iuence 1ndividgual responses productivity and absenteeism) see wahn,
1981; Fatz % kKahn, 1978, pp.S77-60v).

Jrganizations need to stay on top ot the !atest tzchnological deveiop-
ments to remain competitive. mt the same time, they ought ©o make sure That

emplayses acapt to the altered working conditlons craacsd Ly Ehe lncroduc—
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tion of new technelogy. Employees should feel comfortable with the
technology and perceive 1t as being helpful in their work (Butek, 1983). It
appears sensible, therefore, to expand the concept ot organizational and
individual fit by including technological constraints as well. As a result,
human resource specialists and organizational researchers should consider
ind: 1dual, organizational and technological needs when trying to obtain a
good match between a position and a potential employee (Gattiker, 1984).
Computerization and Career Success

Organizational research conducted to date has concentrated on success
trom the external career perspective. Numerous popular books suggest career
strategies, specify education and the "proper" entry position so that
hierarchical progression and a successtul career are assured (cf. Blank,
1%81; Lynch, 1978; Molloy., 1977). Very few studies deal with subjective
career success as manifested in the worker’s own evaluation of his/her
career progress and satisfaction (e.g., korman, 1980; Larwood % Gattiker, in
piress) .

One recent study (Gattiker, 1983) developed a scale for perception of
career success using white—-collar workers in metropolitan areas of the U.5.
Four facets of career success were measured: j3obh, life, +f1inancial and
interpersonal success. Computerization has seldom changed an employee’s
level of remuneration nor his/her relationships with peers and management
(Gutek, 1983: Pava, 1983). Therefore, & person’'s perception of financial
and interpersonal career success may not necessarily relate to his/her
feelings about a technoiogy (ct. Gattiker, 1984). Howev/er, since computer-
ication attects skill levels. as well as the structure of work., 1t would pe
interesting to see 1f 3Jcb and lit+te success are related to an indilvsadual’s
assessment ar computer techriology (Salzman. (9833 Salzman & Mirvis, L7890 .

untortunatslyv., applied tests of these dimensions are virbtually non—-e.i:stent.
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Computer technology. Do shared myths based on media hype influence
computer attitudes and perceptions <(Dierkes % Von Thienen, 19843 Pava,
1983)7 Some researchers have argued that ditferent types of computer-based
technology affect people’s work differently (e.qg., Salzman & Mirvis, 19835).
For instance, employees working with & main-+rame computer may perceive
greater control when compared to users of personal computers or word
processors (cf. Kling % lacono, 1934). In contrast, some employees may feel
their work is being deskilled and may fear 1losing their Jjob within the
organization. These negative attitudes and perceptions toward computers may
be exacerbated by shared myths based on media hype (Dierkes % Von Thienen,
1984; Pava, 1983).

Much attertion has been focused on intelligent workstations and their
effectiveness in facilitating communication both within and without the
organization {(Demby, 1783). Spreadsheet and word-processing programs.allow
preparation of highly presentable reports, often 1including graphics and
figures. These and other new capabilities can improve communication through
more etfective use of the medium at either end (Pava,1983). Yet, applied
organizational research studying computers and communication is limited, and
most existing research has not compared responses from individuals working
with main-frame terminals as opposed to intelligent workstations {(Kiesler,
Zubrow, Moses % Geller, 1983).

Demoagraphics. WVarious research data showed that often women are more
atfected by computerization than men due to their occupations ard positions,
but these studies have not exawmined specitically 1f women evaluate the
technology itself differently from their male peers (Form & MzMillen, 1983
Butek, 1983). Theredore, a need exists for a more complex research design
maring use of multivariate statistics to eutract such difterences in
attitudes (Kling. 1973).

Feople appear to seek jobs oftering & structws compatibie wionm thoir

8
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aptitudes and skills (Kohn, Schooler, Miller, Miller. Schoenbach % Schoen-
berg, 1983F; Spenner, 1783). Individual assessments of computers at work
might not necessarily differ along hierarchical lines, but this does not
inean that computerization affects managers and support personnel similarly.
Instead, & self-selection process may have eliminated objective differences
(Gattiker, 1983; Spenner, 1983). [|hese dimensions should also be examined

’

in greater detail.
Summary

A multiplicity of factors influence an individual®s perception of
career success. Efforts to create work systems capable of sustaining good
jab-person matches must deal with developmental issues such as technological
innovations (e.g.. Brousseau. 1983%). Several important aspects have been
identified pertaining to quality of work life, including a person’s
assessment of subjective career success and computer attitudes as well as
type of computer-based technology, hierarchical level and gender (Fodgo-—
recki, 1981). However, organizational researchers have not embraced comput-
erization and quality of work life, nor have they made a significant attempt
to study the relationships between technology, career success and
demographics (cf. Kahn, 1981: Fodgorecki, 1981).

Research Issues

The present study examined subjective career success with the following
four predictors: attitudes toward computer—based tecnnology as they measure
quality of ob life, work effectiveness, communication and control. The
expectations to be tested here are thar positcive correlations exist petween
a person’'s computer attitudes and job and lLife success. Furthermore, this
study will test i1f the type of computer used can resuit 1n wvaryving employee
attitudes towards the technology, &and we willi esamine how gender and
hierarchical level 1m the organization could atrect those «sctitudes. various

researchers nave mentiornsd these factors &35 potentially important:

9
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therefore, several analyses will be conducted to investigate these issues
(@.9., Form & MacMillen, 1983; Salzman & Mirvis, 198%). Additionally, a
scale developed in the U.S. to measure sutjective career success (Gattiker,
198%) and an expanded version of a measure to assess computer attitudes
‘(Gattiker, Gutek % Berger, 1985) will be used to evaluate their
applicability in a Canadian setting.
The following hypotheses were established:
Hypothesis 1. In agreement with the literature previously cited,
quality of job life, work effectiveness, communication and control will
explain a significant part of the population variance and correlate posi-

tively with Jjob success and life success. It was specifically predicted

that:

Hia. Ferceived quality of job life as well as work effectiveness will
explain the largest part of the population variance in job success and life
success of any predictor set used in this study.

Hib. All predictor variables together will explain a significant part
-of the population variance in job success and life success.

Judging by previous organizational research; the usefulness of computer
attitudes for explaining a person’s perc2ived financial and interpersonal
career success was open to question (cf. Gattiker, 198B4; Spenner, 1983).

Hypothesis 2. In accordance with the literature cited earlier,
communication and control effects will be perceived differertly by users o+
non—-intelligent versus intelligent workstations. These two groups might
also differ according to gender. Specifically, the +ollowing three
predictions were made:

Hia. A respondent’s evaluation o+ computers wiil dit++er based on the
type most used in his/her work.

H2kb. Comnunication possibilities are better with  an incelllgent
workstation when compared Lo a mainframe Lerminal, according ©o user

Q

10
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perceptions.

H2c. Computer evaluations will differ according to the respondent’s
gender.

Most of the items used here to measure computer attitudes are taken
from a study by Gattiker, Gutek and Berger (198%5), but there are significant
differences in how the samples were collected. In this project, small and
large companies established in urban areas of Canada participated, while the
previous study used only large companies located in two metropolitan areas
of the U.S.

Method
@sian and Subjects

A stratified sample of twenty-eight employers was asked to participate
in a survey of personnel ‘“computer attitudes and perception of career
‘succL 3s.” The Emplpyers represented these groups: 10 were firms selected

_at random from the globe and .Mail -annual roster of Canada’s largest
organizations; 12 companies were medium—-sized firms from Westarn Canada; the
final six comprised three educational institutions and three goverrment
agencies. Except for the stipulation of their locale (Western Canada),
organizations were recruited randomly within each classification.

Organizational type was not a variable of interest hers. The educa-
tional and government institutions were included because they brought
potentially different organizational cultures and constructs of e+fective-
ness to the sample, thus allowing more reliable generalizations from the
findings (c¥. Blalock, 1984, chap. 4).

All employers were asked +to select three to six successful managers
(temale and male) and an equal number of support personnel from a variety o+
departments, and to distribute & questionnairs to these i1ndividuals. In
order to aveoid influencing selection decisions, organizations themselves

determined what they ceornsidered to be ‘“"success+ul.® survevs were returned

11
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vdirectly to the researchers.

Of the 380 people ésked to participate in the study, 340 agreed and 3064
responsas were ultimately received (90%). Rsespondents 1ncluded toth sexes
(about &6% were female) and approximately 65% were martied. 196 (&64%) of
306 participants were computer users, while the remaining 110 indicated
other primary technologies such as the"telephone or typewriter. The
analyses performed for this study are based on the sample of 1945 computer
users.

Instrument

Respondents -completed an anonymous questionnaire to assess their
prresent position in terms of success, and, also, their perception of the
technology available to them. The survey instrument was divided into three

segments, with the first eliciting information about subjective success.

Questions concerned global success, salary and income as compared to peers

within one’s own company and beyond. Sample statements are: "1 am respected -

by my peers" to: "I am earning enough to pay ay bills.," with each rated on a
five-point scale, ranging from (1) ‘"“agree completely” to (5 "disagree
completely."” 25 of the 38 items had been developed recently (Gattiker,
1985) while the remainder were added for this new study.

The second part was related to one’s feelings toward computer-based
technology, specifically, how it supports individuals at work, whether they
like using their computers, and if such use makes them more eftfective. The
same five-point scale was provided. Of 27 items., 16 had already been
developed by Gattiker, Gutek and Berger (1985) whil2 11 more were newly
added. Additional questions about one’s type of technology and the percent-
age ot time spant using it were also included. ihe +inal sectiocn of the
quastionnaire concerned demographics, asking about annual 1ncome. educa—

tional backaround. job title and the like.

Sucecess and Computer attitudes

12
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Dependent variables. The dependent variables for career success were

obtained by means of a factor analysis of the 38 success i1tems described
f.previously. To deciée the number of factors +for orthogonal varimax rotation
and interpretation, eigenvalues (*1.Q) were considered (Kaiser, 1974). Item
scale loadings greater than .30 were statistically signit+icant (p2.001),
according to the Burt-Banks criterion (Child., 1970). This conservative
approach was used to avoid raporting results based on sample characteristics
which could not be replicated in the future (cf. Webb. Campbell, Schwartz,
Sechrest % Grave, 1981, chap. 3. fhe statistically significant items were
then checked for their item—item and item-total correlation within each
factor. Only items which correlated positively with other i1tems in the same
factor were retained for the scales discussed below (Nunnally. 1978; chap. 3
& &). These scales were then used as the ciriterion variables i1n multiple
regression analyses.

Fredictor set. The independent predictor sets were the items measuring
computer attitudes. [dentical procedures as previously described were used
to find the independent variables. Scales were constructed in the same way
as before. The predictor scales werz taken as i1independent variables in
multiple regression analyses to determine the amount of population variance
explained in career success.

Multiple regression is best suited when trying to determine the
magnitude of & phenomenon (Coken & Cohen, 1983, chap.l!). For correct
application, multiple regression assumes that the residuals ars normally
distributed (bivariate and multivariate normal distribution). To test this
assumption, the data wused 1n each of the regression runs were testesd rfor
data outliers by first looking at standardized residuals, and secong, by
evaluating a histogram of the standardized residual plots. ine anal ys2s8 o+
these two procedures, and, alsoe Lhe normal  probabillity plots o ths

- standardizeu residuais obtained, showed that the dacta collected met the

: o
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normal distribution assumption.
Demogrraphics and Computer Attitudes
Dependent variables. These variables were the four factors extracted
from the 27 items measuring computer attitudes. Scores on the +factors were
used in multivariate and univariate analyses of variance to determine any
differences in employee attitudes toward their computer-based technology.
independent yariables. The variables sex and hierarchical level in the
organizalion (manager or support pefsonnel) were used to determine 1+ they
would help to distinguish between respondents® computer attitudes. The type
of computer used (intelligent workstation versus main—frame terminal) was
~also included in these analyses. Univariate and multivariate analyses of
variance were done to test for possible differences.

Results

Factors in Career Success and Computer Attitudes

To obtain the independent factors, arthogonal varimax rotations and
reliability analyses were done with the 3I8 i1tems measuring career success.
Lcr . ngs greater than .30 were statistically significant (p<.001, according
to the Burt-Banks criterion). All 38 items loaded highly enough and were
retained to detine four factors which are labelled as follows: (1) career
success, (2) life suc;ess, (3) financial success, and (4) interpersonal
SUCCcess. The same analyses were performed with the 27 items measuring
computer attitudes, which also 1loaded highly enough and were retained to
define the following four factors: (1) Quality of job life, (2) work
effectiveness, (3) communication, and (4) control. E:xcept for control, the
reliability &oefficients for perception o+ career success and computsr
attitudes are well above .70 which has been suggested as a desiraole minimum
for constructs in the early stages of formulation (Munnally, 1978, p. 245)
tcr. Tables 1 and 2). Theretfore, the expanded scales developed by Gattiker

(1753) o carger succEss, as well as tne extended version of & computer

14
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attitude measure developed for the U.S. (Gattiker, Gutek % Berger, 1983),

can be applied in Canada, achieving desirable levels of reliability.

Insert lables 1 % 2 about here

Predicting Career Success
Hggothesis'la. This hypothesis stated that the perceived influence of

the technology upon quality of job lite and work effectiveness would predict
the largest part of the population variance in job success and life suc—
cess. To obtain the unique adjusted R=, the composite measuring quality of
job life was entered by itself. Work effectiveness, communication and
control were also subjected to separate regression runs.

The quality of job life measure accounted for a significant amount of
the population variance (10%) when predicting an individual’s perééption of
job success (see Table 3). Within this #actor; we examined Pearson’s r to
determine the direction of the factor contribution, as suggested by Cohen
and Cohen (1933, chap. 3). GQuality of job life cérrelated positively
{B£.00G1, by a two-tail test of Fearson’s r) with job success. This may mean

that respondents who enjoy their work feel that they have job success.

Insert Table 3 about here

Work eftectiveness also accounted For a significant part of the
population variance in job success (3%), showing a positive correlation
{p£.001, by & two-tail test of Pearson’s r)e. Une interpretation could be
that a respondent who perceives the computer as aiding his/her work
effectiveness tends to feel successful on the job.

Communication explained only 4% of the population wvariance in Jjob
success. The two composites correlated positively (p£.01l, by & two-taiil
test of Fesarson’s r!, ingicating that the workers who think the tzchnology
helps them to communicate better within and beyond the organization zlso

" perceive job success.

15
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Quality of job life accounted for 5% of %the population variance when
predicting an individual®s perception of life success. These two composites
caorrelated positively (p{.001, by a two-tail test of Fearson’s r). meaning
that those individuals who enjoy their work also feel successful in life.

Work effectiveness accounted +Ffor 7% of the population variance when
predicting life success. Again, these two composites correlated positively
{(p<.001, by a two—-tail test of Pearson’s r), showing that a respondent wha
perceives the computer as aiding his/her work effectiveness also kelieves to
have life success.

Control accounted for only 3% of the population variance when
predicting an individual®’s perception of life success. The correlation with
life success was negative (p<.01, by a two-tail test of Fearson’s r),
suggesting that those employees who feel computar technolcgy controls their
behaviour at work do not perceive having life success. 8ased on these
results, Hypothesis la seems confirmed.

Hypothesis 1b. This hypothesis stated that all predictor variables
together would explain a significant part of the population variance in job
and life success. The results show, however, that quality of job life and
communication by themselves already account for nearly the same amount of
the population variance explained in prediction of job success as do all
predictors combined (cumulative adjusted R=< = .13) (cf. lable 3). The
cumul ative R® also indicates a net suppression, which is explained by the
fact that all scales are positively correlated (Cohen % Cochen. 1977
PRs 87-92).

Table 3 further demonstrates +that quality oF 5cb lire and work
2ffectivensss by themselves account +or nearly the same anount of e
pepulation variance explained in the prediction o+ life success as do all
four factors combined {(cumulative adjusted R® = .132). @Again, this can be

=xplained by the fact that all r's are positively corrzlatsg, leading to &

16
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net suppression (Cohen % Cohen, 1977, pp. 87-92). Overall, the results as

" listed in Table 3 support Hypothesis 1b.

Gomputer Technoloay in the Office

Two types of computer-based technology were examined in these analyses.
main-frame terminals and intelligent workstations (personal computer and
ward processor). Survey respondents were grouped according to the type o+
computer used most often. Individual evaluations of computer—based
technology were also examined according to gender and hierarchical level

{managers vs. support personnel). Multivariate analysis of variance and

~univariate analysis of variance were used to compare the scores of each of

the groups on the four factors.
Hypothesis Za. This hypothesis stated that respondents would differ

in their evaluation of a technology depending upon their use of a main—frame

" terminal or an intelligent workstation. The results of these two analyses

for each type of computer asre shown in Table 4.

Insert Table 4 about here

The multivariate test (E tests of Pillai®s V from SFPS5SX MANOVA) showed
reliable (F=2.62, p{05) differences between the technology groups on the
pattern of their scores on the four factors. This result supports
Hypothesis 2a.

Hvpothesis 2b. It was claimed that computer users (main—frame terminal
versus intelligent workstation) would differ in their evaluation of the
computer®s influence upon communication within and beyond the organization.
Univariate tests uéing WQCSFE;"éh m%ﬁe-”individual factors revealed group
dit+ferences +tor communication (cf. Table 4, fourth row —— "C with aftects o+
M % 5 removed"j. This could mean  that the +actor communication
distinguisnes among individuals as to the type o+ workstation used, Tha
means gerived from ithe scales indicate that indiviguals working with
int?lligent workstations felt that communication 1mprovEa significantly wnen
ERIC 17
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the scale means of the two groups). Based on the above, Hypothesis 2b seems

Q‘.‘ 'Y ‘ o o 7 Technol cgy 17

coempared to main-frame terminal users (p < .01, by a two-tail t-test between

Hypothesis Zc. Hypothesis 2c suggested that individual evaluations of
computer—-based technology would differ according to gender. @As Table 4
demonstrates (cf. last row —— "S with effects of € % M removed"), the
multivariate test result (E test of Pillai’s V = 3.51) shows a highly
reliable (p<.0l) difference between the men and women in the pattern of
their scores on the four factors. The univariate tests wsing scores on the
individual factors. revealed group dif{erences 1in both analyses for
communication and control tmeans will be reported below). However, there
were no reliable differences between a persor®s gender and his/her perceived
quality of Jjob life and work effectiveness. These results contirm Hypoth-
esis 2c.

Tvp2 ot comput2ar and gender ot respondent. If a person®s sex and the

type of computer he/she uses are analyzed simultaneously with & multivariate
test of Pillai’s V (E = 2.51), the respondants ditfer reliably (p<.05) in
how they evaluate their computers (cf. Table 4). The univariate tests show
that the respondents differ in their evaluation of the factors communication
and control.

The ieans derived from the scales indicate that women perceived
increased control when working with a main-frame terminal (p<{.0i, bv a
two-tail t-test between the scale mneans of the two groups). However, +emals
responidents did not differ statistically significantly from male re=spondents
in their percsption of control when judging intelligent workstations.

The means also show that female i-sspondents dittrer in their evaluation
of computer—sided communication. waomen perceived lsss i1mprovement 1o
communication possibilitizs from intelligent workstatioms than men did

ipv.0l, by & two—tail f-rest oFf Ehe two scale means). However, t=nmal

i
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respondents did not significantly differ from their male peers when assess~-

ing communication with main—frame terminals.

Type_of computer and hierarchical level. Table 4 also illustrates that

one’s position in an organizational hierarchy does not really help to
differentiate between respondents. In other words, individuals participat-
ing in this survey did not differ along hierarchical lines (manager versus
suppart-personnel) in their evaluation of computer—-based technology.
Discussion

The primary purpose of this study was to examine perceptions of career
success and computer attitudes. The latter are likely to affect the user?®s
quality of work life, productivity and absenteeism (Kahn, 1981). Further-
more. employee attitudes toward computers, together with their perceptions
of career sutcesss have been identified as crucial dimensions when determin-
ing the effective use of computer technology in organizations ie.q., Carter.

1984; Fava, 1983).

Career success and computer attitudes. The present data reveal that at
l=ast two dimensions (i.2., quality of job life and work effectiveness) can
be 1solated. These predict a significant part of the population variance in
worker perception of both job and life success. Brousseau (1983) suggested
that & more ideal Jjob-person fit will be achieved if an individual views
technology favorably because such an attitude will influence his/her evalua-
tion of <career success positively. The results of this research project
support Brousseau’s suggestion. It would appeaar, then, that if¥f
techrnological developments at work are agrzeable, the person’s perception of
career success increases (Fodgorecki,1981).

Another significant predictor of Jjob success 1s communication vaia
computer which 2uplains a significant part of the population variance in

lite success. A most intriguing result is the fact that fimancial and
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positive correlation between work effectiveness and interpersonal success.
This strongly supports other conceptual research contending that
computerization generally does not change remuneration levels nor the
patterns of interaction with peers and superiors (Salzman & Mirvis, 198%5).
As the cumulative adiusted R? shows, neither perceived ease of communi-—
cation nor control by computers add significantly to the variance accounted
for by work effectiveness and quality of job 1life. This result now stands
opposite & claim by other researchers that communications; and, also,
control exerted over employees, will be changed by computerization {(€.9. 4
- Zubof ¥, 1982).  Our data does not necessarily contradict such egarlier work;
however, they point out objective changes in these areas. Nevertheless,
they may not ever have materialized in th2 individual®'s subjective
assessment. Since more than 80% of the computer wusars in this sample had
warked with the technology for more than three vyears at the time of the
survey, differences due to the novelty of computers probably had been
eliminated.

Computer technalogy. The present results show that people assess

e e

computers differently depending on whether they use intelligent workstations
or main-frame terminals. In contrast to other work (e.g., Gattiker. Gutek %
Berger, 1983). respondents did not differ in their evaluation of quality of
job 1life. Instead, wserz varied in how they assessed communication and
control. Particularly, males more than females felt that intelligent
workstations improved their communications within and without the
organization. They did not differ in how they assessed communication using
a main-frame terminal. Moreover, women telt 1less in control when working
with & main—-frame terminal, while the perceptions of control working with an
inteliigent workstation were about equal for men and women. This is even
more i1nterazsting when considering that a random stratified sample was used

irmcluding beoth women and men from similar hisrarchical levels,
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Some researchers have concluded from their data that women are more
affected by, and respond differently to, computerization because o+ the jobs
and occupations they hold (Form & McMillen. 1982). However, the differences
" reported here might just simply indicate a gender difference in work outlook
and attitudes toward computers (Morgall, 1983). Computerization also might
affect managers and support personnel differently since their
responsibilities vary a great deal (Gattiker, Gutek, & Berger, 1985). There
are longitudinal studies about jobs. job design and skills which show that
a self-selection process seems at work (e.g., Spenner, 1983). Feople choose
occupations and jobs which fit their individual needs in such areas as job
complexity and decision—-making (Schein, 1978, chap. 8). For instance,
programming at a terminal may appear preferable to endless hours of data
entry to an outsider (cf. Gutek, 19833 Mankin, Bikson, % Gutek, 1982), vyet
the incumbents of such positions probably would not want to trade places.
In opther words, objective differences may not transcend the individual
subjective assessments of career success and computers.

Implications for Management and
Future Research

This study presents strong evidence for placing research on computer-—
based technoloay within a larger context than before. A thorough under-
standing of the effective use of any computer—based office technology is
substantially reduced if the subjective aspects of smployee attitudes toward
such +technology aré ignored (Blackler & Brown, 198%9). Moreover, the
arganization must consider the technology’™s influence or 1ndividual
percaeptions of career success if an improved job-person +i1t 1s to be
achieved. Future research shouwld continue to euplore this issus. In
particular, the possible impact of organizational commitment, stress and
anticipated tuwrnover becauwse of computer attitudes shculd be i1nvestigated.

Orne of the open questions in organizational research concserns factors
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: measuring computer attitudes which distinguish various kinds of users
(main—frame terminal versus intelligent workstation) {(Blackler % Brown,
1983) . Respondents in this study felt that intelligent workstations tend to
improve communication within and without the organization, providing a
" partial answer.
For managers, the results obtained present new confirmation that
j computerization of Wwork does affect certain aspects of an employee’s
:Aperception of career success. However, these effects are relatively small
and insignificant for financial and interpersonal success. Some researchers
: have suqgested that other dimensions o9f subjective assessment of work-
related aspects such as job features might be of considerable importance
also (Gattiker & Larwood, in press). The most important result tor managers
s2ems to be the difference between wusers of intelligent workstations and
maintrame terminals.

The results, together with other studies (e.g., Gattiker, 0Gutek %
: Berger, 19835), suggest that productivity increases with computerization
might be best achieved by providing employaes with intelligent workstations
with mainframe communication abilities. 8ince the respandents felt most
comtortable with intelligent workstations, it 1s cafe to assume that their
productivity levels will ultimately be higher than 1f they worked with
mainframe terminals only (Carter, 1984; Kahn, 1981). Females® less positive
attitudes raported in this study might result firom fears and less acceptance
of computers than their male colleagues. UOne pmssibla strategy to overcome
this problem might be additional education and information +or female
workers about computers and their effect on their work as suggested by some
researchers (c+., Dierkes % Von Thienen, 1724).

The 1mplications of these i1esulis are highly complex. An attempt nas
bezen made here to expand the research on computzr-based teschnolooy oy

'3£u§v1ng user abifitudes. Furthermore, the relationship between computer
. v
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attitudes and perception of career succ®ss shows that job and life success

are highly correlated with the individual®s evaluation of computer impact

f upon work effectiveness and quality of job life. Additionally, gender

differences among computer users have been shown and tested. Before our
results can‘be fully accepted, however, further research 1s necessary. For
example, all constructs should be expanded with additional items. The
scales need to be tested again with a U.S. sample from similar organizations
before their viability for broad cross—-cultural applications can be

considered confirmed. It is imperative for management and human resource

‘-specialists to know a job candidate’s prevailing beliefs about computers and

their relationship to subjective career success so that optimum placement
within the organization will be facilitated. 1. findings of this research

project should be of help to managers in achieving this goal.

e, ~ .
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fotal Variance explained

Table |
$ fine Foyr Fa 3 Percepticn of Career Sucress VYar1ance
Factor Explained  Ites-Total Cronbach’s
Factor iteas Loadings per Factor Correlation Alpha
fan
receiving positive feedback about ay perforsance fros all gtrs .46 .30
Job . offered opportunities for further education by ay esplover 30 46
“Success pleased with the prosotions I have received so far .86 .83
having enough responsibility on ay job 84 43
in 3 job which offers prosotional opportunities »58 32
reaching ay Career goals within the tise frase I set .08 .62
fully backes by sanagesent in ay work bl g
qoing to reach all ay career goals 43 .48
in 2 job which offers ae a chance to learn new skills .4 .80
aost happy whea I as at- work 4 49
offered challenges at ay work J3 b1
having sy superior’s confidence 3 .34
in 3 position to do sostly work which I really like 53 34
in a position to set ay own goals .80 .82
enjoying the challenging goals I have on 2y current job .73 .48
praised often by ay superior(s} 33 oo
dedicated to ay work - 8 31
cffersd opportunities for prosction by sy esployer .62 26.4 .88 .90
F3 respected by ay peers Sl 92
Lits happy with sy private life it 52
Success accepted by sy peers ] b}
enjoying sy non-work activities 03 43
satisfied with sy life overall .83 03
having the confidence of sy peers .51 .8
enjoying spending sy spare tise with friends .48 37
enjoying a happy fasily life (spouse/partner, children,etc.) .54 8.2 .36 .34
3 receiving fair coepansation cospared to ay peers .50 1.}
Financial drawing a high incose cospared to sy peers o5 33
success 2irning as such as I think sy work is worth 97 .58
earning enough to pay ay bills -} .50
obtaining a salary which supports sy current lifestyle J2 .02
paid well when cospired to similar jobs in other companies Jé 6.1 b4 .80
4 getting positive perioraance feedback froc sy peers o~ 0
.Inter- setting ay own timefrase for career goals 40 43
gersonal often doing something with ay peers outside of work ] 34
Success often asked for advice on private satters by av peers N7 30
frequently oetting feedback from sy peers about sy perforsance .83 52
censulted often to advise & colleague an & job aatter .38 9.0 46 32

43.5

Hote. The abave tactors Jere obtained using principal comgonents anaiysii. ﬁrtnogonal variaax rotations were porforsed on the
data. Unly loedings greater than .30 were statistically significant (p ¢ .001) accoraing to tne Burt-Banks criterion
{Child, 1970).
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_ Table 2
ing Four Fattors; Techno Attitydes
Factor ftess Variance Canada  Cronbach’s
Factor Explained  Itea-Total  Alpha
Loadings per Factor Correlation
H This equipsent is fun to use J9 J1
Quality Using this piace of equipasnt aakes ay wort sorz interssting 84 7b
of I enjoy using this piece of aguipsent .84 .81
* dub Life This piece of equipsent enables se to do interesting tasks at work .12 1)
The use of this piece of squipsent sakes ay work aore erjcyable .82 .82
I like doing sy work with the halp of this equipsent .70 .J8
Ny work woulda’t be as such fun if I could sot use the equipsent ) 25.1 .81 .90
2 At sy work I depend a great deal om this equipsent A1 .8
lork This piece of equipasnt enabies se to do 57 job more effectively .59 .53
- Effectiveness This piece of equipaeat-sikes ay work easicr .66 .63
This piece of equipsent supports ae.in ay work .96 .93
I 20 sore eifect. in work with this equip. than I would be with out it .43 .63
Using this equipaeat sakes se aore productive .13 .72
This piece of equip. enables se to do sy work faster J4 .70
This piece of equip. enables se to do sy job sore thoroughly .83 12.4 .70 .37
-3 This piece of equip. facilitates cossunication asong pecple in arg. .17 1]
Cossunication This piece of equip. facilitates cossunication with people out of org. .74 .33
This piece of equip. allcus se to transait info. to sosebody else -] .32
1 prefer a face-to-face seet. over usiag this eauip. for isportant aat .3 .19
The use of this equip. has isproved cosssnicatioa beyond 74 7.9 .33 J1
the organization. (cospared to previous eethods)
$ I feel this piece of equip. controls ey behavior at worx .80 A0
Contraol This piece cf equip. sakes sy work sore desanding % .29
By prcductivity is controlied by this equipsent .83 A
Using this equip. lisits sy ability to sove around 1) .31
Generally, I prefer to cossunicate with equip. rather than face-to-face .48 .31
If equip. is out of ordery I cannot do ay work 33 .28
It is important to se that this equip. be in use throughout the day 33 6.9 «30 .51
Total Viriance Explained 32,2

. data. Only loadings qreater than .30 were statistically significant (g < .001) according to the Burt-Banks criterion
(Child, 1970,
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- Table 3

" Perception of Career Success: R= by Each Fredictor Set

] Inter-

Number of Job Li+e Financial personal

Predictor Set Variables Success Success Success Success

' Quality of Jab Life 1 . 10XXXX . OSXXXX .01 .02
 Work Effectiveness 1 LOBXXX% «O7XKXX .01 .02%
. Communication 1 «O4X%k%X « €30 « Q0 201Xk

~ Control 1 .00 «O3%%x « 00 . 00

- CQumulative Adjusted R=2 « 13%%X « 12%X%%kX « 00 . 04

. Note. Adjusted R® is an estimate of the population R® adjusted for the

- number cf predictors (Cohen & Cohen, 1983, pp. 105-107) with the multiple
- regression  values actually obtained. The unigue contribution of the

- adjusted R= of work enjoyment, work effectiveness, communication and cortrol

~ wWas obtained with separate regression runs. To obtain the cumulative

- adjusted K=, all predictor variables were entered together in the regression

at the same step/time. Job success, life success, financial success and

- inter-personal success represent the factors obtained.

X$ip< 001
XX%%p< . 0001
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Table 4

Myltiviriate Analysis of Variance for Attitydes Towards Cosputer

Technology 31

Multivariate Tests
of Pillai’s ¥

Univariate E-tests

Quality of Work Coamunication Control
Source df E (df) Job Life Effectiveness
" C (type of Cosputer) - | 3.128 (4,172) 4.508 .55 4,408 4,268
-C with effects of M
resoved 2.518 3.40 19 3.738 3.618
C with effect of 9
resaved 2,958 3.29 o3 5.878 1.20
C with effects af # 4 S
reaoved 2.628 2.85 .20 5,198 1.3
t B (Hierarchical Level) 1 1.31 14,172 2.38 1.98 .92 .89
B with effectsof CLS
resoved 1.00 94 1.56 1.18 03
§ (Sex) 1 3.3738 {4,172) 1.58 o217 94 9.1488
_ S with effectsof C 4 M
reaoved 3.5188 .03 01 4,338 3. 143

. Note, Hultivariate tests cospare the two groups {(e.g., managers vs support personnel) on all four factors sisultaneousiy, using

- Pillai’s ¥ as calculated by SPSSX MANQVA.

o ¢ .03
132 £ .01

32

U SO R




