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CAREER DRIVERS OF NEW-AGE EMPLOYEES: IMPLICATIONS FOR
ORGANISATIONAL REWARD AND EMPLOYEE DEVELOPMENT SYSTEMS

Abstract: The paper conceptualises the linkages among individual career drivers,
psychological contracts, and organisational reward and employee development systems. The
model also incorporates employee reward preferences and skill-acquisition drivers. The
career drivers, reward preferences, and skill-acquisition drivers of 104 software professionals
in India were empirically examined. Our findings indicate that organisational reward and
employee development systems need to be linked to employees’ expectations that are based
on their career aspirations and preferences, and also that these systems need to have the
flexibility to incorporate employee diversity.

Key Words: Career, psychological contract, reward, employee development



CAREER DRIVERS OF NEW-AGE EMPLOYEES: IMPLICATIONS FOR
ORGANISATIONAL REWARD AND EMPLOYEE DEVELOPMENT SYSTEMS
INTRODUCTION

The need for organisations to be lean and flexible in the current competitive environment has
made it difficult for them to provide traditional job security to its employees. This has led to a change
in the psychological contract. Employability is being considered a substitute for job security (Ghoshal,
Bartlett and Moran, 1999; Rousseau and Tijoriwala, 1998; Waterman, Waterman and Collard, 1994).
Employability refers to continuous upgradation of employees’ skills so that they find it easy to secure
an alternative employment in case of redundancy. Even though organisations provide opportunities
for employability through various processes like challenging assignments/projects, training, etc.
(Baruch, 2001, Byron, 1995; Earley, 1996; Fagiano, 1993; Ghoshal et al., 1999, Skoch, 1994),
employability of an individual is not the responsibility of the organisation alone (Byron, 1995;
Fagiano, 1993; Feldman, 1985 in Feldman, 1989; Mirvis and Hall, 1994; Waterman et al., 1994).
Individuals need to be self-driven and flexible to be on a continuous learning curve (Byron, 1995;
Earley, 1996; Waterman et al., 1994). They also need to be able to self-assess their skills (Arthur and
Rousseau, 1996b; Mirvis and Hall, 1994; Feldman, 1989; Skoch, 1994) and self-supervise their work
(Skoch, 1994). Employees in fourth wave organisations (Miles and Snow, 1996) are expected to
define their own career progress (Earley, 1996; Miles and Snow, 1996; Waterman et al., 1994). The
concept of employees as free agents who need to take care of themselves has also been mentioned in
the literature (Brousseau, Driver, Eneroth and Larsson, 1996; Byron, 1995; Mirvis and Hall, 1994).

From the individual’s point of view, organisational commitment has been replaced by job
commitment in the new psychological contract. Organisations have been reinforcing this by linking
the opportunities for employability with individual’s job performance. In the old psychological
contract, rewarding seniority was a way of rewarding the organisational commitment. So reward
linked to performance did not get the importance that it has today. Under the new psychological
contract, employees expect marketability through training in exchange for their performance (Altman
and Post, 1996; Hall 1996, Hall and Mirvis 1996; Rousseau, 1989; Rousseau and Wade-Benzoni,
1995 in Sullivan, Carden and Martin, 1998).

Contracts are classified as relational and transactional based on MacNeil’s (1985) (in Rousseau
(1990)) typology of contracts. Relational contracts look at long-term relationship where as
transactional contracts look at short-term gains. In a survey of new recruits, Rousseau (1990) finds
that under relational contracts employers exchange job security for employee loyalty and a minimum
length of service, while under transactional contracts employees expect high and performance-based
pay and training and development in exchange for overtime and additional roles. Rousseau (1995) (in
Rousseau and Tijoriwala, 1998) regards a hybrid form of contract by combining the performance
requirements of transactional contracts with the long-term investments in employees under relational
contracts. Traditional relational contracts without performance requirements might damage the self-
worth of employees by creating doubts in their minds about their real worth to the organisation
(Mirvis and Hall, 1994). However according to Lawler (1992), as evident by employers in flatter
organisations offering challenging work, skill development opportunities, and skill-based pay system
instead of promotion, the form of relational contract has changed to include such requirements.

THEORETICAL BACKGROUND AND HYPOTHESES
The Theoretical Model

Individuals view their careers from a ‘subjective’ perspective, each having his/her own idea about
his/her career (Arthur and Rousseau, 1996a). Career drivers can be defined as the short-term/ long-
term aspirations or preferences of the individual, which influence his/her decisions regarding his/her
career. Aspirations and preferences can be related to specific features of a job or an organisation so
that career drivers are either job-related or organisation-related. The term ‘career driver’ is a variant of
the term ‘career anchor’ used by Schein (1978). Schein’s (1978) career anchor is made up of three
components. The first one is self-perceived talents and abilities, the second one is self-perceived
motives and needs, and the third one is self-perceived attitudes and values. The career drivers studied



in this paper can be said to be most closely associated with Schein’s (1978) second component (i.e.,
self-perceived motives and needs) pertaining to the job or organisational characteristics.

Psychological contracts may vary from individual to individual because they are based on each
individual’s beliefs regarding mutual obligations of employer and employee (Herriot, Manning and
Kidd, 1997; Herriot and Pemberton, 1996; Kotter, 1973; Rousseau, 1990; Rousseau and Tijoriwala,
1998).

Not only are psychological contract and career drivers individual-based, but also each individual’s
psychological contract is shaped on the basis of his/her career drivers. For example, if his/her career
driver is life-long job security then s/he expects it in exchange for loyalty towards organisation. If
his/her career driver is learning new skills then s/he expects to be given opportunity to learn those
skills through assignment, training, etc. in exchange for good job performance. Rousseau (1990) finds
support for the link between the career motivations and the psychological contracts in case of new
hires. Sparrow (1996) suggests that an individual’s career anchors may be one of the predictors of
his/her contractual stance.

The link between psychological contract and career drivers is bi-directional in nature. Change in
individual’s belief about organisation’s obligations may lead to changes in his/her career aspirations
and expectation. The transformation from old to new psychological contracts has changed the way
individuals manage their careers (Waterman, et al., 1994).

Von Glinow, Driver, Brousseau and Prince (1983) referred to the parameter of employee
diversity. According to them, diversity includes establishing unique reward schemes for individual
employees. They also state that a ‘career oriented human resource system’ cannot give effective
outcomes without incorporating diversity. Rewarding employees according to their own perceptions
of their needs and expectations can motivate them better (Lester, Claire and Kickul, 2001). Individual
reward preferences are based on each individual’s beliefs regarding the mutual obligations of
employer and employee, i.e. his/her psychological contract. Reward systems in an organisation need
to be responsive to individual’s expectations by taking into account individual reward preferences. In
turn, organisational reward systems may influence individual career drivers by either reinforcing them
or weakening them. Figure 1 shows the relationship between individual career drivers, individual
psychological contract, individual reward preferences, and organisational reward systems. The inter-
linkages make the process dynamic.

Insert Figure 1 about here

Figure 1 will be incomplete without incorporating employee development since employability is
central to the new psychological contract. Since employees are expected to define their own career
progress (Earley, 1996; Miles and Snow, 1996; Waterman et al., 1994), they will have definite ideas
about the skills (in this study the term ‘skill’ includes knowledge) needed to make them employable
and definite expectations regarding organisations’ contribution in developing such skills. This will
form the basis for skill-acquisition drivers. Organisations need to meet employee expectations by
linking employee development systems to individual skill-acquisition drivers. In turn, outcomes of
various organisational employee development practices may influence individual career drivers by
either reinforcing them or weakening them.

In addition, Human Resource Management (HRM) practices play an important role in shaping the
individual psychological contract (Guzzo and Noonan, 1994; Rousseau and Greller, 1994; Rousseau
and Wade-Benzoni, 1994). The implicit and explicit communications through the reward and
employee development systems mould the psychological contract of individual employees.

Career Drivers

Career drivers can be broadly classified as traditional and progressive. Traditionally, the career
drivers related to the old psychological contract have been monetary gain, upward mobility in the
hierarchical layers, social status, and assured future (Byron, 1995). Traditional career drivers are
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based on monetary gain and are not fully linked to performance, secured future, social status,
organisational loyalty, importance of a long tenure in the same organisation, and regular working
hours. These career drivers are more appropriate in forming the basis for the old psychological
contract. Except for good pay, these career drivers are also more appropriate in forming the basis for
the relational contract.

However the motivation behind career moves may no longer be limited to money or status but
these moves may be motivated by opportunity to learn new things or proper utilisation of current
skills in the job (Bird, 1996). Careers are no longer bounded by status and hierarchy and work is no
longer a formal structure performed and owned by firms in exchange for pay and job security (Arthur
and Rousseau, 1996b). The climb up the organisational hierarchy ladder has also become difficult as
the organisations are becoming flatter (Brousseau et al., 1996; Lawler, 1992). The new concept of
boundaryless career aided by available technological support has brought in flexi-time as a simple
variant of full-time job (Arthur and Rousseau, 1996b). Progressive career drivers are therefore related
to the new psychological contract and are focussed on improving employability, employee
performance and employee growth (Fagiano, 1993; Rousseau and Tijoriwala, 1998; Waterman et al.,
1994). They are based on rewards that are clearly linked to performance, opportunity to learn and
apply marketable skills, employability across organisations, and progressive working conditions. This
leads us to the following hypothesis.

Hypothesis la. Progressive career drivers are dominant over traditional career drivers for new-
age employees.

Hall (1976) (in Mirvis and Hall, 1994) terms individual-driven careers transcending the
boundaries of organisations and occupational fields as ‘protean careers’. Sullivan (1999) differentiates
between career from organisational and individual perspective. The term boundaryless career is
applied from organisational perspective and the term protean career is suggested to be more
applicable from individual perspective. The latter deals with the careers based on individual
adaptability and self-direction. Looking from individual perspective, it is to be expected that career
drivers will vary from person to person. Thus we formulate the following hypothesis.

Hypothesis 1b. Career drivers vary across demographic profile.
Essence of Individual Psychological Contract

The essence of individual psychological contract that the new-age employees have with their
new-economy organisations has been examined on the basis of the extent of organisational loyalty of
these employees, their current aspirations and reasons/causes for their inter-organisational mobility.
This approach is different from traditional methodology used to examine psychological contract and
their violations. It focuses on employee aspirations and expectations and also includes some objective
measures to assess organisational loyalty.

Organisational loyalty. The concept of ‘one employer for lifetime’ for an employee is an
important component of the old psychological contract. Employees’ expect job security in return for
their organisational loyalty. Under the new psychological contract, employees do not expect job
security and hence are not likely to demonstrate organisational loyalty. We formalise this with the
following hypotheses.

Hypothesis 2a. New-age employees demonstrate less organisational loyalty.
Hypothesis 2b. Expression of organisational loyalty varies across demographic profile.

Current aspirations. Employees’ skills in new-economy organisations become obsolete much
faster and so employees in such organisations need to continually look for opportunities to upgrade
their employability. Thus we have the following hypotheses.

Hypothesis 2c. Even in short-term, new-age employees are always looking to improve their
employability.

Hypothesis 2d. Current aspirations vary across demographic profile.



Change drivers. Change driver is defined as the reason to move to another organisation.
Assuming that individuals look for organisations where they can fit best, change drivers reflect the
nature of individuals. Change drivers of new-age employees focus on better job and career prospects.
This leads us to the last two among this set of hypotheses.

Hypothesis 2e. Elements of new psychological contract are dominant over those of old one in
change drivers of new-age employees.

Hypothesis 2f. Change drivers vary across demographic profile.
Individual Reward Preferences
Rewards in the organisation can be broadly divided into three categories:

Monetary gains: These rewards are purely monetary in nature. The gains may or may not be
immediate.

Career development: These rewards may have monetary gains but mainly they facilitate the career
development of an individual.

Job-Related: These rewards focus on making the job more satisfactory and meaningful for the
individual.

It is expected that reward preferences of new-age employees would differ based on the above-
mentioned classification. They would look beyond purely monetary gains. We formalise this
conjecture with the following hypotheses.

Hypothesis 3a. New-age employees have stronger preference for rewards that facilitate career
development than for purely monetary rewards.

Hypothesis 3b. New-age employees show stronger preference for rewards that make their job
more satisfactory and meaningful than rewards that are purely monetary.

Hypothesis 3c. Reward preferences vary across demographic profile.
Individual Skill-Acquisition Drivers

In shifting from relational to transactional contract, the locus of responsibility for an employee’s
future shifts from the employer to the employee (Mirvis and Hall, 1994). This shift is expected to
have a major impact on the skill-acquisition drivers of individuals. The following hypotheses are
based on this observation.

Hypothesis 4a. New-age employees are always eager to learn new skill-sets and want to acquire
skill-sets of their own preference.

Hypothesis 4b. Modern skill-acquisition drivers dominate traditional skill-acquisition drivers for
new-age employees.

Hypothesis 4c. Skill-acquisition drivers vary across demographic profile.
METHOD
Sample

The Information Technology (IT) industry is a good example to illustrate that careers are no
longer bound by organisational boundaries (Arthur and Rousseau, 1996a). High technology
organisations, like the ones in IT sector, have fast changing technology and consequently rapid
redundancies of skills. Such organisations prefer transactional contracts to relational contracts. IT
organisations in the Silicon Valley of California, USA owe their success to the employees’ inter-firm
mobility and employees continuously striving to learn through both formal and informal modes
(Rogers and Larsen, 1984; Saxenian, 1996). Employees prefer transactional contracts under which
they work for exceptionally long hours in exchange for high extrinsic economic rewards (Rogers and
Larsen, 1984).



We choose Indian software professionals for this study because they are the new-age employees
working in a new-economy industry. IT industry in India had shown very high growth in the last
decade of the previous century and is still growing steadily. With continual creation of new jobs,
software professionals can be confident of job opportunities outside their organisations. This
confidence is crucial for establishing the new psychological contract. Psychological contract is said to
be properly assimilated by employees only under two situations: first, when they are new; and second,
when there is a noticeable transformation (Rousseau, 1996). Young software professionals working in
new-economy industry are expected to best assimilate the new psychological contract, and are
therefore apt for this study.

The study covers most of the highly reputed IT organisations in India. 104 software professionals
working in ten IT organisations in Southern and Western India responded to the study. Data was
collected by directly approaching the employees at a personal level. The focus of the study is on the
new generation of employees in the age group of 20-30 years. Table 1 gives the respondents’ profile
based on key demographic variables like designation, qualification, age, total work experience,
gender, and marital status. Age and total work experience are very highly correlated and so total work
experience is taken to represent both the variables. All these variables are important in a career-related
study. Designation, qualification, and total work experience affect the levels of aspirations and
expectations of the employees and gender and marital status have bearing on their job and
organisational mobility.

Insert Table 1 about here

Design and Procedures

The data was collected from individual employees through a structured questionnaire from
August to December 2003. The questionnaire was developed based on existing literature and inputs
from 11 software professionals. The core section of the questionnaire was structured to get rank-
orders of employees’ aspirations and preferences through the options given in each question. There
were six questions to cover immediate targets, change drivers, career drivers, reward preferences, and
skill-acquisition drivers of individuals.

In order to aggregate the individual data across the group and the sub-groups, the mean of the
individual rankings were calculated by Kendall’s W test (Siegel, 1956) using the SPSS 10.0 package.
The aggregate rankings were given on the basis of the mean ranks. In the tabulated results, aggregate
ranking is shown in the parenthesis next to mean rank. Kendall’s coefficient of concordance was also
calculated. This coefficient gives the level of agreement among various raters. The value of this
coefficient is from 0 (no agreement) to 1 (complete agreement). The aggregate rankings and the
Kendall’s coefficients of concordance were obtained for all the respondents as a group as well as for
the sub-groups based on demographic profile. The value of [ |~ statistics exceeding the critical value
at p < 0.001 means that one can conclude with considerable assurance that agreement among the
participants is higher than what it would be purely by chance.

Measures

Demographic variables. The following five demographic classifications are used to study the
diversity across individuals:

1. Designation: Based on the designation of the respondents of this study, two sub-groups are
taken. The first sub-group is of all the respondents at the entry-level called “level 1 and the
other one, called “level 2” of respondents who are one or two levels higher than the entry-
level.

2. Qualification: The two sub-groups based on qualification are differentiated on the basis of
whether qualification is in the field of engineering or not. In India, graduates in engineering
field generally have a good entry-level job market but graduates in science, arts, and
commerce have a very limited entry-level job market.
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3. Experience: Two years of total work experience is taken as a cut-off for forming the two sub-
groups. It has been observed that it generally takes two years to comprehend the complexities
of work-life and be clear about future career path.

4. Gender: Two sub-groups are created based on whether the respondent is male or female.

5. Marital status: Two sub-groups are created based on whether the respondent is single or
married.

Career drivers. The following career drivers are considered in this study.

Job-related traditional career drivers: These are security of having a regular income; job entailing
the desired social status; and job having regular working hours.

Job-related progressive career drivers: These are opportunity to learn new skills; proper utilisation
of current skill-set; job providing opportunity to work abroad; job entailing good long-term future
prospects in any organisation; challenging and interesting job; job having flexible working hours as
long as deadline is met; and full autonomy in work.

Organisation-related traditional career drivers: These are good pay; security of having a job for
the entire working life; good retirement benefits; organisation entailing the desired social status; good
long-term future prospects in the current organisation; well rewarded for continuous service in the
same organisation over a long period; and organisation practice of working in regular working hours.

Organisation-related progressive career drivers: These are strong link between reward and
performance; fair appraisal of work; opportunity to attend preferred professional training; organisation
providing opportunity to work abroad; cooperative and supportive co-workers; good support from
superiors/ management; organisation practice of working flexi-hours as long as deadline is met;
assigned preferred job/ project; and using cutting edge technology and facilities.

Organisational loyalty. Organisational loyalty of new-age employees is examined through four
parameters. These are percentage of total work experience worked in the current organisation; number
of organisations worked for prior to joining the current organisation; intention to continue in the
current organisation for the next 5 years; and intention to continue in the current organisation for the
entire working life. The first two of these parameters are based on past record of each employee and
the other two on his/her future intent. The lat two are a variation of turnover intentions scale
developed by Michel (1981). Michel’s scale primarily looked at emotional response whereas the
constructs in this study focus on aspirations and expectations.

Current aspirations. Immediate individual targets reflect the current aspirations of these
employees. Immediate individual targets considered in this study are: improve job performance; get
an opportunity to go for preferred professional training; acquire a preferred skill-set; get better
rewarded for accomplishments; move to a preferred job; move to a preferred organisation; get better
pay; get an opportunity to work abroad; and just continue as one is.

Change drivers. The change drivers in this study are: preferred job/ project; stronger link between
reward and performance; cutting edge technology and facilities; opportunity to go for preferred
professional training; flexible working hours; better pay; opportunity to work abroad; job security;
and regular working hours.

Individual reward preferences. The following reward preferences are considered in this study.

Monetary gains: These are increment in salary; cash reward; employee stock options plans that
can be exercised right away; and employee stock options plans that can be exercised later if continued
in the same organisation.

Career development: These are promotion; opportunity to work abroad; move to a job/project
with better long-term career prospects; and opportunity to attend preferred professional training.

Job-Related: These are move to a preferred job/project; and more autonomy in work.



Individual skill-acquisition drivers. The individual skill-acquisition drivers taken in this study are
of two types: traditional drivers and modern drivers.

Traditional drivers: These are no desire to learn a new skill-set; no preference for any particular
new skill-set; one that improves career prospects in the current organisation; one that provides better
pay; one that provides job security; and one that provides desired social status.

Modern drivers: These are one that improves long-term career prospects across organisations; one
that provides an opportunity to work abroad; one that has stronger link between reward and
performance; one that gets job in the preferred organisation; one that provides an opportunity to go for
preferred professional training; and one that helps in the current job.

RESULTS
Career Drivers

Table 2 shows that progressive career drivers dominate traditional career drivers for the software
professionals surveyed. Thus, there is support for Hypothesis 1a. In case of job-related career drivers,
there is a perfect fit between expected and actual rankings with the exception that security of having a
regular income is favoured over full autonomy in work. In case of organisation-related career drivers,
the three traditional career drivers — good pay, good long-term future prospects in the current
organisation, and organisation entailing the desired social status — are favoured more by respondents
than expected.

Insert Table 2 about here

Tables 3 and 4 show that career drivers vary across demographic profile, thus supporting
Hypothesis 1b. It can be seen in Table 3 that the top three favourites in all sub-groups are progressive
career drivers (though not the same one). As one expects, the least preference across all classifications
is shown for regular working hours. The most divergent sub-group here is that of the female software
professionals, followed by those who do not have engineering background (only 4 out of 31 female
software professionals do not have engineering background.). Female software professionals have
shown very high preference for security of having regular income followed by high preference for
desired social status. Software professionals who do not have engineering background have also
shown high preference for security of having regular income. The sub-group that shows closest match
between the expected and actual rankings is that of male software professionals.

Insert Table 3 about here

Table 4 shows that the intra-group differences are high for progressive organisation-related career
drivers and the favoured traditional ones. The uniformity across groups is seen in the very low
preference shown for the four least favoured career drivers — security of having a job for the entire
working life, well rewarded for continuous service in the same organisation over a long period,
organisation practice of working in regular working hours, and good retirement benefits. All four are
traditional career drivers. The least favoured career driver across all sub-groups is good retirement
benefits reflecting the transactional nature of the contract.

Insert Table 4 about here

A traditional organisation-related career driver is the top ranked career driver for three of the sub-
groups, viz male software professionals, female software professionals and single software
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professionals. However, it is not the same one for all the three sub-groups. In the case of male
software professionals and single software professionals, it is the pay and in the case of female
software professionals, it is the social status. Female software professionals and married software
professionals place much less importance on pay, thereby emphasizing the fact that career drivers
differ across demographic profile. The sub-group that shows closest match between expected and
actual rankings is that of employees in the level 2.

Essence of Individual Psychological Contract

Organisational loyalty. Table 5 shows that a majority of respondents in this study have worked in
only one organisation. The trend is similar across qualification and gender. However as expected,
percentage of individuals who have worked in only one organisation is lower for employees having
work experience of more than two years, those in the level 2, and married employees. It is to be noted
that all the employees in the level 2 and 13 out of 14 married employees have work experience of
more than 2 years. However, only 8 out of 13 employees in the level 2 are married.

Insert Table 5 about here

The picture is different when one looks at the parameters of intention of these respondents. Only
29 intend to continue in the same organisation for the next 5 years and a meagre 5 of them intend to
continue in the same organisation for lifetime. Others are on the lookout for better prospects and will
not hesitate to move to another organisation if the other organisation offers better prospects. The
drivers for such a move on the part of employees are discussed later in the paper.

Based on past record and future intentions, one can see that there is a high percentage of
respondents who intend to move to another organisation but have not done so yet. 14 out of 29
respondents who intend to continue in the same organisation for the next 5 years and 4 out of 5
respondents who intend to continue in the same organisation for lifetime have worked in only one
organisation. They may be said to demonstrate a very high degree of organisational loyalty and may
prefer predominantly relational contracts. Here it is important to note that although there is a group
among these new-age employees who may prefer relational contracts, the number of such employees
is very small, thus supporting the hypothesis that new-age employees demonstrate low organisational
loyalty (Hypothesis 2a) that new-age employees demonstrate low organisational loyalty.

There is modest support for the hypothesis that career drivers vary across demographic profile
(Hypothesis 2b), which is mainly seen while comparing past records across designation and
experience. The number of respondents who intend to continue for next 5 years (or for lifetime) is too
small to make out a clear pattern across demographic profile.

Current aspirations. Table 6 shows the mean ranks and the aggregate rankings of the
respondents’ immediate targets. There is strong support for Hypothesis 2¢, which states that the new-
age employees are always looking to improve their employability even in short-term, though their
ways may differ. On the basis of the results, targets can be classified into four categories: most
preferred (ranks 1 and 2), more preferred (ranks 3, 4, 5, and 6), less preferred (ranks 7 and 8), and
least preferred (rank 9).

The least preferred target for this sample of new-age employees is to continue as they are
presently doing. These employees are always looking to improve upon their current status. This is true
across designation, qualification, work experience, gender, and marital status.

Insert Table 6 about here

The less preferred targets are: to move to an organisation of preference and to get an opportunity
to go for professional training of preference. Low inclination for moving to an organisation of
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preference indicates that these employees are focussed more on their jobs and careers than on the
organisation. But low preference for getting an opportunity to go for professional training of
preference is an unexpected result, as one would expect these employees to give higher priority to
professional training that increase their marketability.

The more preferred targets are to get better rewarded for accomplishments, to improve job
performance, to acquire a preferred skill-set, and to move to a preferred job. All these reinforce the
idea of the new psychological contract that is based on employability, job commitment, and
importance of performance.

The most preferred targets are: to get better pay and to get an opportunity to work abroad.
Preference for better pay is in line with the transactional contracts that these employees are expected
to have with their organisation. Indian software professionals who go to the United States or European
countries to work on a project not only earn very high incomes but also get a big boost for their career
development. Hypothesis 2d is mainly supported by the noteworthy differences in more and most
preferred targets between sub-groups of designation and also those of qualification.

Change drivers. Table 7 shows mean ranks and aggregate rankings of change drivers for the
participants of this study. The main driver to move to another organisation is predominantly the
prospect of better pay offered by the other organisation. This is in accordance with the transactional
nature of their contract. The next two leading drivers for moving to another organisation are to get an
opportunity to work abroad, and to get the job or project of their preference in the other organisation.
Having stronger link between reward and performance and getting access to cutting edge technology
and facilities are stronger drivers for change than job security. This shows that new psychological
contract dominates the old one, thus supporting Hypothesis 2e. Working flexi-hours or in regular
hours is not important to these respondents as a basis for moving to another organisation.

Insert Table 7 about here

Interestingly, job security is a more important change driver than using cutting edge technology
and facilities for employees in the level 2 and those who do not have engineering background. In the
case of latter, the limited character of their job market may be a reason. Preference for job security
over using cutting edge technology and facilities indicates the presence of elements of the old
psychological contract or the relational contract. However, the case is reverse for employees having
less than two years of work experience. They may prefer transactional contract in their eagerness to
discover the frontiers of technology and may not have started giving serious thought to future
security. The variations support Hypothesis 2f that change drivers vary across demographic profile.

Individual Reward Preferences

Results show overall support for Hypothesis 3a. Table 8 shows that the first two rewards in terms
of career development, promotion and opportunity to work abroad, are the most preferred ones by a
majority of the respondents. The third type of reward in terms of career development — move to a
job/project with better long-term career prospects, is highly preferred by the employees in the level 2
and the married employees. The fourth type, opportunity to attend preferred professional training, is
of very low preference.

Insert Table 8 about here

Increments and cash rewards are monetary rewards for which respondents have high preference.
Of the two, increment is the more preferred form since its gain is for a longer term. Preference for
cash reward is lower among the employees in the level 2, the married employees and the employees
who do not have engineering degree. Monetary rewards through employee stock options universally is
the least preferred option.
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Employee stock options were introduced to include employees as shareholders of the organisation
and so motivate them to work harder for the organisation. Employee stock options became popular
among employees when there was a boom in the shares of IT organisations in the stock market.
However, after that boom, the attractiveness of employee stock options has gone down. Also, the
basic principle behind employee stock options, i.e. to motivate employees by creating a feeling of
ownership for the organisation, is more in the nature of a relational contract and may not gel with the
transactional nature of contract that software professionals predominantly prefer. Thus there is
moderate preference for new forms of rewards that are job-related. There is low overall support for
Hypothesis 3b but it is supported in some demographic sub-groups. Reward in terms of getting
preferred job or project find more favour with employees who do not have engineering degree. It may
be that these employees have to struggle harder to be selected in jobs or projects of their preference.
Similarly, autonomy is favoured more by employees with less than two years of work experience,
probably because they have less autonomy regarding work-related decisions. These variations support
Hypothesis 3c.

Individual Skill-Acquisition Drivers

Table 9 shows that the respondents of this study are very clear on two counts: one, they want to
learn a new skill-set; and two, they have a clear preference and are particular about the new skill-set
that they want to learn. They clearly like to define their own career paths. This is seen to be true for all
demographic sub-groups. Thus, there is strong support for Hypothesis 4a.

There is moderate support for Hypotheses 4b and 4c. The most preferred skill-set (ranks 1 and 2
overall as well as for all sub-groups) is the one that improves career prospects, be it long-term career
prospect across organisations or career prospect in the current organisation. The former is more
preferred by all sub-groups except the one having employees with less than two years of total work
experience. Employees in this category seem to focus more on strengthening their current prospects.
The next level of preference (ranks 3 and 4 overall as well as for majority of sub-groups) is monetary
in nature. Employees seem looking to acquire skill-sets that will fetch them better pay. Also, they
would prefer to acquire a skill-set that has a stronger link between reward and performance so that
their performance is rewarded better.

Insert Table 9 about here

There is moderate preference (ranks 5 and 6 overall as well as for majority of sub-groups) for
acquiring a skill-set that helps them in the current job or one that provides opportunity to work
abroad. The preference shown for the latter is less than expected, considering its favourable position
among career drivers. The explanation for this can be that since it features high on their immediate
targets, respondents might be aiming to go abroad immediately on the strength of their current skill-
set rather than waiting till they acquire a new one. There is low preference (ranks 7 and 8 overall as
well as for majority of sub-groups) for acquiring a skill-set that will provide job security or help
employees to move to an organisation of their choice. There is very low preference (ranks 9 and 10
overall as well as for majority of sub-groups) for acquiring a skill-set that provides them opportunity
to go for professional training of their preference or desired social status.

IMPLICATIONS FOR MANAGEMENT THEORY

The existing literature conceptualises the influence of HRM practices in shaping the individual
psychological contract (Guzzo and Noonan, 1994; Rousseau and Greller, 1994; Rousseau and Wade-
Benzoni, 1994). However, organisations can benefit by making their HRM systems responsive to
individual’s beliefs about organisation’s obligations. The existing literature does not examine the
crucial role played by individual psychological contracts in making the reward and employee
development systems more effective. This is even more important in the light of our results that
clearly show that employees would like to define their own career path. These results imply that
employees would not like to depend fully on insulated organisational processes for key decisions
related to their career. The question here is: how can we link organisational system to individual
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employee’s implicit beliefs? Sparrow (1998) discusses the issues in linking individual psychological
contracts of employees to the performance management system in the organisation. Developing on the
same theme, it is recommended on the basis of the current study that additional components are
required for linking individual psychological contracts with reward and employee development
systems. In case of reward systems, that component is the individual reward preferences. In case of
employee development systems it is the individual skill-acquisition drivers. The purpose of each of
these components is to explicitly express employees’ expectations and aspirations relevant to the
corresponding HRM system. The results of the empirical study clearly indicate individual-level
differences in the reward preferences and skill-acquisition drivers. The reward and employee
development systems need to be responsive to such differences. Developing an HRM system that not
only incorporates employee diversity, but also has perceived equity from employees’ point of view is
a difficult task. Explicit expression of employees’ expectation can make employee information more
transparent and thus help in developing HRM systems that have perceived equity.

Based on the existing literature, this paper develops inter-linkages among employee career
drivers, employee psychological contracts, and organisational reward and employee development
systems. These linkages also incorporate employee reward preferences and skill-acquisition drivers.
The existing literature either deals with psychological contracts and career (Herriot and Pemberton,
1996; Mirvis and Hall, 1994; Waterman et al., 1994) or careers and HRM systems (Von Glinow et al.,
1983), or HRM practices and psychological contracts (Guzzo and Noonan, 1994; Lester et al., 2001;
Rousseau and Greller, 1994; Rousseau and Wade-Benzoni, 1994). However, no study has yet looked
at the comprehensive picture shown by the model in this paper. Without this comprehensive picture,
one is not able to appreciate the complexity and dynamic nature of the process. One of the interesting
implications of the proposed model is the role of psychological contract as intermediary between
individual career drivers and reward preferences (or skill-acquisition drivers). An individual’s reward
preferences (or skill-acquisition drivers) are based on those career aspirations and preferences that fit
his/her beliefs regarding mutual obligations between employer and employee.

The results of the empirical study show that though there is a dominance of elements of the new
psychological contract, certain elements of the old psychological contract are still active (a similar
pattern is seen if MacNeil’s classification of transactional and relational contract is considered).
Studying the results of the demographic sub-groups strengthens this view. These results are even more
interesting considering the fact that the sample is taken from a population whose members have the
maximum possibility of assimilating only the elements of new psychological contract. So either
respondents of this study are in a transition phase from the old to the new psychological contract or it
is an indication that a mixed form of contract with elements of both old and new psychological
contracts will become a more stable form in the long run.

The presence of elements of both old and new psychological contracts and variation in its
composition across individuals reinforces the concept of changing proportion of transactional to
relational contracts across individuals. According to Rousseau and Parks’ (1993 in Guzzo and
Noonan, 1994) conceptualisation, these changing proportions depend on employment status and
tenure of employer-employee relationship. This study contends that these changing proportions are
also a function of individual career drivers, which is a more individual-specific parameter. In his/her
beliefs, each individual notices those aspects of organisational obligations that have high impact on
his/her career aspirations and preferences. The mixed form of contracts shows that matching
individual-organisation relationships to only one form of the existing classifications of the
psychological contracts limits the depth of the studies related to psychological contracts. These
limitations will be of more concern where HRM systems are to be made responsive to individual
psychological contract.

IMPLICATIONS FOR ORGANISATIONAL REWARD AND
EMPLOYEE DEVELOPMENT SYSTEMS

The study has significant implications for the reward and employee development systems in
organisations. These systems need to be linked to employees’ expectations that are based on their
aspirations and preferences. These systems should be capable of pro-actively identifying individual
differences and have the flexibility needed to incorporate employee diversity. HR departments need to
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respond to the challenges brought forth by the changing nature of the workforce in motivating,
developing and retaining the human resource talent. Most IT organisations have started implementing
cafeteria plans that allows employees to choose their preferred benefits among a list of benefits like
house rent allowance, travel allowance, medical benefits, etc. But it is a minor step. Organisations
need to make fundamental changes in their policies and practices of rewarding and developing
employees.

The options given to the participants of this study for ranking their reward preferences were
limited to some general reward preferences that are applicable across most organisations. However,
organisations can provide more variety in reward preferences and try to be creative in identifying new
forms of rewards. The challenging task is to design the reward system in such a way that there is
perceived equity from each employee’s point of view.

Organisations also need to be flexible enough to discontinue the rewards that have totally lost
favour with employees. Employee stock option plans is a good example of reward preference getting
obsolete and increasing employee dissatisfaction instead of motivating them. In March 2004, the top
IT organisation in India suspended these plans citing high levels of employee dissatisfaction with
these plans as one of the reasons (The Economic Times, 2004). Employees of this organisation had
given feedback to its management that they would prefer increments to employee stock option plans.
This reinforces the findings of this study pertaining to reward preferences and also reinforces the
concept that reward system needs to get inputs regarding employees’ preferences.

The organisations also need to be more creative in the ways they can develop employees. The
most common mode of development in the organisation is to send employees for training or to
provide training in-house. This mode does not seem to find favour with the respondents of this study.
The organisations need to review the scope of training in increasing employee marketability.
Apparently there is a gap somewhere. Either training programmes are not geared to upgrade
employability of these employees or else in individuals’ perception they do not add expected value
and provide expected returns. The training needs identification in the organisations is perceived as a
routine and tedious task of filling forms by the parties involved and is not given the attention that such
a critical process deserves. Employee development system needs to be flexible to take into account
the skill-acquisition drivers as well as employee preferences for the modes of employee development.

Organisations’ belief that short-term contracts are the order of the day leads to a vicious cycle
where both organisation and individual employees are losers. Organisations do not develop the
practices that can help in retaining employees. The reward and employee development system are not
in line with changing business environment and changing nature of workforce. These systems do not
consider employees as individuals and fail to take into account their individual preferences leading to
high employee dissatisfaction and high employee turnover. Employee turnover is basically inter-
organisational mobility because skills in the IT sector are mostly applicable across organisations. So
skills are generally available in the labour market and organisations get into more and more routine
recruitment and selection work. Since it is the HR department that mostly handles recruitment and
selection work, this work is done at the cost of developing other HRM systems like reward and
employee development systems. And this cycle continues to the detriment of both organisation and
employees — the organisation is not able to develop competitive advantage through human resources
and employees may move from organisation to organisation but stagnate in terms of their own
development.
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FIGURE 1: Integrated Model
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TABLE 1: Respondents’ Profile
Characteristics Classification Number of
Respondents
Designation Level 1 85
Level 2 12
Level 3 7
Qualification Engineers 88
Non-Engineers 16
Total Work Experience | Less than 2 years 51
2 — 5 years 44
More than 5 years 9
Age 20-25 years 71
25-30 years 30
Over 30 years 3
Gender Male 73
Female 31
Marital Status: Single 90
Married 14
Number of Children of | 0 9
Married Employees 1 4
2 1

18

18



61

100°0 > d 78 onjeA [BONLIO SPIVIXI ‘4G 7 = o1snelS arenbg-1y)) (G4 () = 90UBPIOIUO)) JO JUIIDIJI0)) S, [[BPU]

SonIIoey
(ZD ¥S°'8 pue A3ooutd33 93pa Funind 3urs)
douewoyIod
(11 28°'8 pUE PIEMII UI9M]Oq NUI[ SUONS
Sururen [euorssajord
1) L6T1 SIJOUq JUAWAINAI pooD) [ (01) €48 pasdyaid puane 0y Arunroddp
SInoY Junjlom Je[ngal
S €1t u1 Sunzom Jo oonoead uonesuedio | (6) 6€°S 1o jo esterdde areq
potad 6011
3uo[ © 19A0 uONEsIUL3IO JWES A} Ul
#1) 601 OJIAIdS SNONUIIUOD IO POPIEMAI [[OM | (8) 16°L 199l01d /qol patrdjoid poudissy
(€1 L1°01 | 91201 o1 SunpIom Funmp A1mnoas qor | (L) $9°L juowdgeuew /sionradns woiy oddns poon
Snje)s [e1o0s JoW SI duI[peap Se JuOo[ Se sInoy
9) ogL parsap o Surqrejuo uonesiue3iQ | (y) Z1°L -1X9[J SunIom Jo donoeid uonesuesio
UONEBSIuB3IO JUALIND A1) peoIqe yIom (66=N)
(S)szL ur s300dsoxd armng wiel-3uo] poon | (1) 99°9 03 Kyrunyzoddo Surpraoxd uonesiue3i0 pare[oy
() 189 Ked poon | (1) 999 sIo3I0M-00 da1toddns pue aaneradoo)) | -uonesiue3iQ
100°0 > d 18 9nJeA [BONLID SPAIXI ‘€)' [ = dNsie)S a1enbg-1y) pue 99| () = UBPIOIUO)) JO JUAIJIFJI0)) S, [[EPUIY]
(8)z8's SIom ur Awouoine [[n
ou St
(9) ss°s ouI[peap se 3uo| St SINOY-Ix3[J SuIARY qOf
(5)s¢'s peoiqe yiom 03 Ayumaoddo Fuipraold qof
uonesiuedio Aue ur s30adsord
) LTS LOV] a1y wd)-3uo] poo3d Jur[reiud qof
(01 0’8 sInoy gunjiom Jengal suiaey qor | (§) S8 qol Sunsaojur pue Surgus[ey)
(6) L09 SNje)s [B100S PAIISAp Y} ulfreiud qor | (7) +8°+ 19S-1[I3S JUd.LIND Jo uonesiin 1doig (86=N)
(L) 8S’s 01 018 owoour Je[nga1 e Juraey Jo Aundas | (1) 6€°¢ SIS mau wxed| o3 Aunodd | parejoy-qor
Supuey | Supuey Sunyuey | Sunjuey
[emoy | payoadxyg SIOALI(] JO9Ie)) [euUonIpel], [emoy | paoadxy SIOALI(] J0918)) QAISSAIZ01g

6l

SIIALI(] 133ae)) Jo ssupjuey 7 A 1dV.L




0¢

"10°0 > d [9A9] JuedIIUSIS I8

onjeA JeONLIO SPAdIXd dN[eA SIY], * porurewr, dnoi3-qns oyy 1oy anjea ayy 3deoxd ‘100" > d [9A9] 90UBOYIUTIS J& AN[BA [EINLID POIIXD SONJEA [V |

0¢C

6T¥T [91°9T1] SL9Y [6€901| $996 [ 9¢6S | LE€E | 9€911 | €8°6T | v¥1TI Sonsnelg arenbg-1qH
80T°0 [S91°0| 6410 [ ILT'0 | 61T0 [SET'0| S8T0 TS10 | S610 | L9T0 90UEPIOJUO)) JO JUSIIFA0)) S [[EPUST]
(o | (1) | (op | (o | (oD | (oD (o1 (1) (1) (1) sInoy
798 | ST8 | ¥E€8 | 8T8 | $98 | v6L LL'8 T8 6'8 91'8 Bunyiom Te[n3al SurAey qof
® | ©® | (6) (6) (8) (8) (6) (6) (6) SnJe)s [e100s
S1'9 | 909 | TL'S | TT9 | LT9 | 88'S 8€9 209 909 LO'9 paaIsap dyy Sur[reus qof
@w | W | B (8) (L) ) () (L) (L) ) QWIOOUT | STOALI(] 19918))
LL'S | SSS | OIS | 8L'S | 08S | LES 8€°S 19°S LY'S 09°S | Ten3aie Suiaeyjo ALModg|  [euonIpel]
© | ® | (0 L) ) (6) (L) (8) (€) (8)
S8% | 96'S | 1T9 | S9S | S9S | 86'S 6'S 08'S 88t 109 yI0M Ur AWOUOINE [N ]
6 | O | ©® () (8) @ (8) ) (+) (L) 1oU ST QUI[PeSp Sk Suo|
9%9 | I+'S | €6S | 6€S | 009 | 0I'S 8€'9 ws 00°S L9'S sk SINOY-Ixo[J SulAey qof
& | © | @ () ) (L) () ) ) () peoiqe 1om
00S | OV'S | €8S | vI'S | 0TS | 6v'S vS'S 43S I¥'S €¢'s | o1 fyrunzoddo Surpraoxd qog
uonesIuesIo
© | & | (© ) (S) (€) (€) (S) (8) (¥) Aue ur syoadsoxd armny
SI'S | 8TS | TLy | 6¥S | €€S | 0TS LL'Y be's $9°¢ 61'S | wid)-3uo] poos Sul[rejus qof
© | @ | © @ (€) () (€) @ @ (€) qof
SI'S | 08y | 1TS | OLY | LEY | €€°¢ LL'Y 98t €Sy 16'% | Sunsoul pue Furguofey)
@ | © | @ (€) (@) (¥) (@ (€) (t) (@) IERNIRE
SI'v | ¥6'% | ¥EF | ¥0'S | S€¥ | €€¢ 9'f L8'Y 00°S 08t | IudLmd jo uopnesinn 1odoig
M | @ | D (1) (1) (1) (1) (1) (1) (1) S[IDS | SIOALI( 19918))
69°€ | ¥E€E | 65€ | 0€€ | 6£€ | 6€€ 9T €5°¢ 90't sT¢e Mau ured] 0) Aumioddg|  darssardord
€1=N [ S8=N| 6Z=N | 69=N | 6¥=N | 6¥=N| €I=N $8=N | LI=N | I8=N
SIeok | sIeak | 1oouiSug
poLLIRA | 9[3UIS | [eWd ] | J[BIN < 7> -UON | JoouISuy | 7 [9AQT | T [9A9] SIOALI(] 109I8)) PAIR[aY-qof
snyelS [eIIRA Iopuan) douanadxyg uonedrjiene) uoneusIsa(

3unuey 91830133y puk SUBY UBIN

dyoad dgydesSowdq Aq payISSE[) SIIALI(] 199.08)) PIIB[IY-qOf JO ssunjuey :€ ATAV.L



Puo)

1T

(ap [ €D | € | €D | €D | (€D (4)) (€ | | (€D
806 |VvEO0I| L66 | 9701 | SSOT | LL6 v101 8101 |S601| 666 oy1[ Suppiom JuLmp AJLINdds qof
(©) (©)) (M ) () (8 (©) ) w | © smye)s
LL9 | S€L | €99 | 6SL | OI'L | TSL 059 'L | 89°L | 1TL | [e100S PaIIsdp ay) SUI[Ieud uonesiuesio
(8) () (D) () ()] () (D) 9] oD | &) UONESIULSIO JUILIND
1€8 | 60°L | LOL | €EL | 0TL | I€L €6'9 1€L | LES | 669 oy ur syoadsoxd axmng wiis}-3uo| poon SIOALI(
(6) (D ) (1 (©) (@) (D) (@) 9@ | @ Ia1e)
798 | €59 | LSL | SE€9 | 8L9 | €89 €6'9 6L9 | 8S'L | €99 Aed poon| [euoniper],
W | @ | o | @D | (© (4)) (8 (TD © | @D SEYNIREN
6L | €98 | LTS | S98 | 0S8 | 806 00'8 98 | v8°L | OL'S pue A3ojouydsy 93pa Furmno Juis)
o) | G | Gop | o | o | (oD (rn) anD | €| @® doueuLIofIad
006 | ¥¥'8 | LL'S | 1¥'8 | IS8 | ¢S'8 L06 w8 €901 108 pUE pIEASI U33MI2q YUI[ SUONS
@D | (6 ©® | ap | @ 3) o1 oD | o | (on Sururen [euorssdjoid
6901 | 608 | LOS | 658 | 1€6 | 0S'L €6'8 S€'8 | TE€6 | €78 paridyaid pusye oy AyrunyroddQ
© | an | D | @ (8) (rn) F1) (6) @ | an
vSL | TS'S | LOOT | L9L | 98L | 968 v ol 90'8 | 89°L | 958 10 Jo [esterdde e
(¥) (8) () (6) (L) (6) 6) (8) ) | (6
80°L | €08 | €TL | 0T8 | 6SL | ST v1'8 LSL | 1I°L | 018 100fo1d /qof parrsjaid pougissy
o | 3] (® | (on (9] ) ) © | @ JuswaSeuRw
1€6 | OFL | €L | 8LL | 808 | 6I'L LS'L 99°L | TWL | OL'L /s1otradns woyj y10ddns poon
) () (©) (¥) (9] (D) (@) (¥) (m | Jour SI SUI[PEap S JuO] St SINoy
9L | SOL | €0L | 9TL | 91L | SOL €9 YL | SOS | 19°L -IX3[J SunjIoMm Jo donoerd uonesiuedio
(2 (@) () (2 (D (€) (1) (€) © | (M peoIqe Iom
T6'S | LL9 | 0TL | TP9 | SE€9 | 869 ¥9°S 89 | 00°L | LS9 03 Ayrunyroddo Surpraoid uonesiuedio SIOALI(
(1 (©) (@) (©) (@) (D (D) (1 @ | (© 318D
69°S | 089 | €69 | ¥S9 | 1L9 | 099 €6'9 199 | LY'S | ¥69 $19310M-02 dAn0ddns pue oAne1doo)| dAISSaIZ0Id
€I=N [98=N| 0€=N [ 69=N| 1S=N | 8v=N | ¥I=N S8=N |61=N| 08=N
sI1edk | s1eok | 10suiug C i
POLLIRA | 9[SUIS [o[RW]| J[BIN | T < 7> -UON  |10ouISUH | [OAQT | [9AT] SIOALI(T J99I8)) paje[ay-uonesiuesio
snye)s JeILeN Jopuan) ooudradxyg uonedyiene) uoneusIsa(q

Sunyuey 91832133y pue SyuBY ULIN

1T

dyoad dgrydeaSownd Aq payIsse[) SIIALI(] 133.18)) PIje[Y-uonesiues.aQ Jo ssunjuey ¥ 1'19V.L




[44

‘ paurew, 10J ¢0°() > d pue  s1e3urduo-uou, J0y 100 > d [9AJ[ JUBOYTUSIS JB JNJBA [EOTILIO SPIJIXD
onfeA sIyJ, * palew, pue s1eoursus-uou, sdnos-qns ayy 1oy anjea oy 1dooxo ‘100 > d [0Ad] JULOYIUSIS J& ONJEA [EILIO PAAOXD SON[EA [[V

8€°97 |18°10Z] 0¥°S9 [+0°S91|0Z0ZI | 0¥ 901 | 89°6€ | 96 181 | 69°SS [LTILT (sonsne)s arenbg-1yH
SET°0 | 9ST°0| SP1°0 [6ST°O| LSTO | 8PI°0 | 6810 P10 [S61°0| LPTO 92UBPIOIUO)) JO JUDIIJOO0)) S, [[ePUd
O | G | G | D | (9 | D oOn oD | D | (D
SSIT | PI'ET | 06CI | 00°CT | €LCI | €TET P el 68°CI |€9°TI|SO€I SJJOUS( JUSWAIII POOD)
S [ D | G | &D | GD | (D (4)) (s | | (sD $INOY JUIIOM JB[NTaI
G801 | LI'TT| 0911 | €601 | T6'0T | SET1T v1°01 6T T [LVOT|6TT1I1 ur Junpiom jo donoeld uonesiuesiQ
€ | G | @ | 6D | D | FD (s1) t1) | B | (F1) | pouad 3uof e 1940 uonESIULTIO dwes dy)
LL'6 | 0901 | LO6 [TI'IT| ¥I'TIT | 186 6L°01 SP'OT |6L°01 | €401 | ULSDIAIS SNONUNUOD 10 PIPILMAI [[DM
€I=N |98=N| 0€=N | 69=N | 1S=N | 8%=N | #I=N S8=N |61=N| 08=N
sI1edk | s1eok | 10suiug z I
@oﬁ.:wz oﬁwﬁm oﬁ\maom 2@2 < 7> -UON .Hooﬁwﬁm ~o>oA ~o>oq m.EZ.MQ 1931 @ou‘ﬁomuﬁoﬂmmamwuo
me‘.ﬁm ﬁwﬁ.ﬁdz H@ﬁﬁ@@ ooﬂoﬂomxm GOEmoE:mﬁO Goﬁmﬁwﬁmoﬂ

Sunyuey 91832133y pue SyUBY ULIN

C



€C

1
FunIoM 0I1JUd A} JOJ UOIJBSIuB3IO
1 14 0 S 9 4 4 € 0 S S JUALIND Y} UI dNUNUOI 0) UOTIUU]
SIBOA G JXdU 9U} 10J uUonesIuL3Io
14 ST L 4 vl Sl 3 9T 9 €C 6C JUALIND 3y} UL dNULUOD 0] UOHUANU]
4 0 0 [4 [4 0 I I [4 0 4 14
[4 € (4 € S 0 ! 14 ! 14 S €
€ 14 ¢ 14 L 0 I 9 L 0 L 4 (uonesIuL3I0 JUSLIND JY)
I LT 9 (44 91 4! € ST 14 T 8¢ [ | Sururof 0 so11d) 103 pasprom
9 9¢ 0T 4% €C 6€¢ 0l 43 S LS 29 0 SUONESIUEFIO JO JOquINN
€ 0T L 91 91 L 3 0T S 81 €C 671 UOTESIUBTIO JUSLIND
S 4! 14 Sl 4l S € 91 6 01 61 66-0S | Oy} Ul PAYIOM 9dUALIAXD
9 9¢ 0T 4% € 6¢ 01 43 S LS 29 001 J10M [£30] JO 2FEIUSID]
J J J J J J J J J J J
PI=N | 06=N | I€=N | €/=N | €5=N | IS=N | 9I=N 88=N | 61=N | S8=N | ¥0I=N
SIBOA | siedk | 1oouidug Z I
POLLIRIA | Q[SUIS | dewd | 9N < 7> -UON ouISuy | [9A9T | [PA9T
Snye)s JeIlen Jopuan) dousnadxyg uonedyiene) uoneusIsa(q [[eI2AQ

€C

Ayedor] [euonesiuesiQ :§ ATAV.L




14

‘OO0 > d [9A9] ooﬁmomﬂﬁw@m Je anjeA [BINLID PI3JX3 SaNnjeA [[V I

96°'1Y [P0 T61] €TLS [TL'LL1| THSEL | TST101 vS Ty SS961 | SS8€ [69°S61 | € 1¢€T ,sonsne)s arenbg-1yH
SLEO | 18T0 | LVTO | LIEO] 61€0 | 9L2°0 SS€0 2620 | ¥ST0|90€0 | 2620 92UEBPIOIUO)) JO JUIIOIFFA0)) S, [[EPUSY
6) 6) (6) (6) (6) 6) 6) 6) (6) 6) (6)
IL'S | 1¥'8 | 8€'8 | 6¥'8 | T¥'8 | 0SS L8’ 8€'8 | TE€S | 6v'8 | St'8 SI 9UO SB dNUIIUOD Jsnf
(8) (L) (L) (8) (8) (L) (8) (8) (8) 03] (8) Sururer) [euorssajord
179 | 196 | 1TS | 06S | 16°S 9'S €SS €LS | 6LS | 89S | OL'S paaisyaid 105 03 03 fyrunyroddo ue 90
L) (8) (8) L) L) (8) L) L) L) (8) (L)
6L'S | S9S | I¥S | LLS | €8S | 8¢ aS ILS | 1276 | 8L'S | L9'S UONESIUESIO PALId)aId € 03 SAOIN
) ) ) ) () ) (€ ) S) ) ()
ILY | 69V | 9LV | L9V | SS¥ | LS8V €6'¢ €8v | €9V | ILY | OLY qol paxxgyaid & 01 A0\
(©) () (© (©) (©) () (1 (©) D) (©) (©
oSy | ¥v | 1Ty | 0SY | v9v | SI'¥ a3 09t | S6€ | €St | 1IvP 10s-[[1[s pasidyaid e axmboy
€3) (©) (9] () (©) (©) ) (©) () (r) (D)
98¢ | SYv | 9F | 6T | v9YV Iy LTS Yoy | €Y | 1vY | 6€Y soueuriogied qof aaoxduy
(D) (©) () 3) 63) (©) (D) (©) () (©) (©)
LOY | LTV | 1€V | 1TV | 80V | €v¥ LTY vZy | €9v | SI'v | vTY sjuowysI[duwodoe 10§ papIemdl 19)2q D
(2 (2) (@) (1) (1) (@) (@) (9] (2 (@) (9]
Vo€ | SLE | ¥I'b | LSE | €€ | 60 L8'€E IL€ | 00v | L9E | vL'E peoiqe y1om 0y Ajrunjroddo ue 100
(1) (D (1) (2 (@) (1) () (1) (€) (1) (1)
0S'€ | €L€ | €6€ | 09€ | 1S°€ 16°¢ Lv'Y 96'¢ | 9Tt | 6S°€ | OLE Ked 101109 100
P1=N | $8=N | 6Z=N | 0.=N| €S=N | 9v=N SI=N ¥8=N | 61=N | 08=N | 66=N
SIBOA SIBOA 100uIsuyg C I
poLRA | 9[SUIS [o[BW]| I[N < 7> -UON IOQUISUH | [OAJT | [OAT] s1081e ], 91RIpoWI]
snels [earejn Iopuan) oousnadxyg uonestjien) uoneusIsA(q |[[BIAQ

Supjuey 91832133y pue SYUBY UBIN

144

$)98ae [, deIpowiwi] Jo ssupjuey 9 4 19V.L




94

‘OO0 > d [9A9] ooﬁmomﬂﬁw@m Je anjeA [BINLID PI3JX3 SaNnjeA [[V I

€C’LE l61°THI] 08°0€ [€V°691] 89°L8 | TL68 9L°8S 9P IET | 8P 1€ [ € 0ST[90°GLI ,sonsne)s arenbg-1yH
6S€0 | 6020 €€1°0 [ LOS0O] 1120 | ¥¥T0 06%°0 861°0 | LOTO | 8€T0 | €220 92UEBPIOIUO)) JO JUIIOIFFA0)) S, [[EPUSY
6) 6) (6) (6) 6) (6 (6) (6 (6) 6) (6)
9L | 899 | ¥T9 | vOL | LL9 $8'9 ot'L 0L9 | 8S°L | 299 | 189 SINOY SUIYIOM Ie[NZoY
(8) (8) (L) (8) (8) (8) (8) (L) (8) (8) (8)
699 | 909 | TSS | 19 | 809 €9 0T'L 96°S | 85°S | 879 | SI'9 $INOY JuIOM J[QIX[]
L) L) (8) L) (L) ) () (8) ) L) (L) Sururen
1€9 | ¥8'S | 06'S | 16S | 96°S ¥8°S LO'S S09 | 9TS | 909 | 06'S | Ieuorssajoid parrdjaid 103 03 03 AyunyroddQ
) ) (S) ) ) (L) (S) ) (S) () )
SI'S | TLS | LIS | ¥8S | v¥'S | LSS €L’S €96 | TI'S | LLS | ¥9°¢ Aymoss qof
) (©) (¥) ) (©) (¥) 3] (S) ) () (S)
00S | 2TS | L6 | 6TS | LES | 00°S LSS LOS | 9TS | 8IS | 6IS sanI[Ioe} pue A30[0uyd9) d3ps Jumn)
€3) (D) (@) () (D) (S) ) (v () (D) ) soueuLiofiod
SI'v | €67 | 1TV | 60S | €9 | ¥0O'S 08°S SOV | v8Y | I8V | €8F pUE PIEAMII USIMIDQ YUI[ JoFUONS
(@) (©) () (@) (@) (©) (1 (©) (@) (©) (©)
8€€ | T6EC | IS | 6I'C | 86€ | OLE 0’ Iy | vL°€ | L8E | S8°€ 100fo1d /qof parssjaid
(€) (@) (€ (€) (9] (2) (€) (2) (¢) (@) (2)
SI'v | 8L°C | 69F | 9¥°€ | 86°€ S9°¢ 00°¢ 86°C | LVY | L9E | €8¢ peoiqe y1om 03 AyrumroddQ
(1) (1) (1) (1) (1) (D (@) (D (D (1) (D
VST | S8T | 06T | LLT | 6LT €8'C €S'T 98T | 91°¢ | TLT | 18T Ked 101104
€I=N | $8=N| 67=N | 69=N| ZS=N | 9¥=N SI=N €8=N | 61=N | 6/=N | 86=N
SIBIA SIBIA 1o0uIsuyg b4 I
POLLIRIA] | 9[SUIS [o[BW,]| I[BIN < 7> -UON IOQUISUH | [OAT | [OAQT SIOALI(T 98uey))
snjels [eiejN Iopuan) douanadxyg uonesryien) uoneusdIsa(q |[[BIRAQ

o

un[uey] 9830133V pue Syuey UBIA

S¢

SIIALI(] d3uey) Jo ssunjuey :L ATdV.L




9¢

"100°0 > d [9A9] 90UBDIUTIS J& AN[EA [BIN1I0 PISOXD SANJBA [[V |

60°'8% | 91'891 | 60°CL |0CSET| LY CCI|L998 | 6L°6E 0€0LT | 99°LE |ST9LT |20 €0T ;Sonsnels arenbs-1y)
¢8¢€0 | 0CC0 | 08C0 |SITO| LSTO |60T0] €S6C0 §CC0 | 0CC0o | SvCo | 8CC0 9dUEBPIOIUO]) JO JUIDLFI0D) S [[epUa]
uonesIuesIo
((]9) (on (o | (op | op | (on | (oD o | D | (on | (oD owres Ay} Ul PANUNU0d
9¢'8 I1S°L SS'L 99°L | 99°L | 6S°L €6'L LS'L LY'L | 99°L €9°L J1 I9JE[ PasIdIaxa 9q ued
e} suondo yoo03s d9Kodwyg
(6) (6) (6) ©® | © | (6 (6) (6) (8) (6) (6) Aeme JySLI PISIOIOXd dq UBD

IL'L €69 ITL | L69 | 61'L | L89 ee'L 669 ITL | 00L | ¥O°L 1ey) suondo yo03s daKoydwg ATejouoN

(L) (¥) () (%) (%) () ) () L) (¥) (D)

€6S | vLY | 99F | 10S | €IS | S9F | €6S €LY | 68°S | 89Y | 16F pIeMaI yse)
(@) (€ (@) (¢) (2) (€) (1 (€ (@) (¢) (3]

IL¢ | 80 | 6S€ | 1Ty | S8€ | vTv | LTE LIy | 9T | L6'E | €0t JUSWAIOU]

) ) ) (L) (L) ) (L) ) ) ) )

v9'S | T09 | 8T9 | ¥8S | €19 | 8L'S | L¥9 88°C | ¥L'S | €09 | L6S SHOM UT AWOUOINE SIO]A] pare[ay
() (L) (8) ) () (L) (2] (L) () (L) ) 109foxd -qof
98t | 809 | 659 | €9 | 99C | 079 | €LYV 719 | S6v | v19 | 16°S /qol pardyaxd e 03 SAOIN

(®) (®) L) (® (©)) ) (®) (®) (8) (® (8) Sururen [euorssojoxd

0S'L 699 S¥V9 |1 969 | 80L | 0S9 L99 £89 1L | 1.9 | 189 | paudjaid 1oy 03 0y Ayumioddo

© | © | © O] o © | ©|©]©]© oadsoId

. . . ; ; ; ; ; : 5 k 1091BD WId) SU0[ 10139q
00 8L'S 98¢ 6€°S | 1TSS | 68°¢ €e's 9¢°¢ ey | I8¢ €SS yim 100f01d /qof & 0} a0 |juswdojeadg

(v) (1) (©) (1 (2) (1) (€) (2) (¥) (1) (2) 118D
0S¥ 15°¢ 79 | 99°¢ | S8€ | I¥E| 00 8S°C | LEY | L¥VE | S9€ peoiqe szom 03 AyrunzoddQ

(1) (@) (1) (2) (D (@) (@) (1) (1) (2) (1

6LC 99°¢ IT¢ | L9¢ | §TE | L8¢E £ee LS'¢ 86'¢ | €5¢ | ¥S°¢ uonowold
PI=N | S8=N | 6¢=N | 0L=N| €5=N |9%=N| SI=N P8=N [ 61=N | 08=N | 66=N
s1eak | sieak | 10ouIsug e i
poLuRIA | 9[3UIS | JBWd] | O[BIN | T< 7> -UON  |IoouISuq | [QAdT | [0AT] SOOURIJAIJ PIemMaYy
snje)§ [BILRIA Jopuan doudLddxy uonedyiend uoneusIsd(q |[[BIAQ

Sunyuey 91832133V pue SyuBY UBIN

SIUIJAIJ PIemIy Jo ssupjuey :8 A 1dV.L

9¢



LT

"100°0 > d [0A9] 20D IUSIS J& AN[EA [EINLID PAAIXD SAN[EA [[V |

YTL9 [66V1P| P 6E1[98°8VE] LOTLT | SL'SIT 87’88 9096¢ | ¥8°¢€01 | €T €8¢ | SST6LY ,sonsne)S arenbg-1yH
0LY'0 [ PP 0| €SP0 | €S0 | vLb0 | 9T¥ 0 S€S°0 ver0 | L6v'0 | 1¥P0 | SPPO 35UBPIOIUO)) JO JUIIOEFI0)) S, [[EPUII]
e | @ | @ | @ | (@D (T (4)) (4)) (4)) (4)) (4))
I€TT | PETT | 6TT1 | 9€TT | 2911 | TO1T LTI 8T'I1 €SI | 6T11 | $E11 19S-[[IS MU © UIBS] 0} dIISIP ON
ap | o | ap | Gp | (D (1p (1m (an () ap | o 108-[[1yS
9p°01 | €L°01 | LSO | ¥L°O1 | S80I | TSOI L9°0T 0L01 vL0T | 89°01 | 6901 |Mmduremnonied Aue 10§ dousrdjerd oN
oD | (on | (on | (on) | (oD (o1 (6) (o1 (6) oD | (oD smejs
80°8 | ¥9L | ¥SL | 9LL | €L €€'8 €r'L 08°L 91°L WL | 69°L [E1008 PaIIsap sApIAoId ety SUQ | s1oALI(
9) ) (©) (®) () (8) (L) ) 9 D) ) [euoniper],
809 | 6£9 | 89S | 199 | 619 759 LT9 9¢'9 S0'9 w9 | s€9 Ayumoss qol sapraoid yeyy suQ
() (©) () (©) (©) (©) (©) (©) (©) (©) (©)
69t | €SY | 68V | Iy | vbb L9V €SP SSy LEY 6St | SSt Aed 101199 sopraoxd jeyy suQ
@ (@) @ @ @ (D (@) (@) (@) (@) @ UONESIUESIO JUDLIND dU) Ul
00y | 607 | 68C | 9TV | Ovb e €re STy 9Tt YOy | 80t | sadsord xdares saroxduir jey) suQ
(6) ® | ® | (6) (8) o1 (8) ) (6) (6) | Sururen [euorssajord parrdjeid 10y 03
8¢'L | S99 | 989 | 0L9 | ¥69 759 LY'L 859 vL9 SL9 | ¥L'9 | o1 Amunuioddo ue sapraoid jey) suQ
(®) (6) (6) ) (8) (L) (8) (6) (8) (8) (8 UOLIESIUESI0
LL9 | 999 | 9v'L | 9€9 | $89 8%°9 00°L 199 $6'9 199 | L99 pawrdyad oy ur qof 308 jeyy suQ
(L) ) (3] (©) [©)) ) 9) ) (o1 () ()] peoiqe srom
8¢9 | 996 | ¥09 | ¥9°S | 86°S 0SS €19 69°S LY'L ve's | 9L's | 01 Kumuoddo ue sopraoid ey dUQ|  s1oALg
() (©) (©) ()] (©) (r) () (©) (©) ) (©) UIPON
6v | vES | sty | oLs | Ig€s 9T’S LTS 6T°S v8y 6€S | 6TS qof yuaxmd oy ur sdfay jeyr duQ
@ (r) ()] () ) (©) () v ) ) () ooueLIofad pue premor
00% | 61'S | ILS | 9L¥ | €9F 8p°S 09°S €6y €Sy SI's | €0¢ UoMIdq NUI| 10ZU0NS SEY JEY) dUQ
(1 (D (D (D (D (@) (1 (D (D (D (D SuonesIuesIo sso1oe s3oadsoid
6 | 6L°EC | T8€E | 08°E | S9°€ 86°¢ €6'C 96°¢ LEE [6'C | I8¢ | I991ed WId)-Fuo[ saAoxdul jeyy SuQ
€1=N [ $8=N| 8Z=N | 0.=N| 7S=N | 9v=N SI=N €8=N | 61=N | 6/=N | 86=N
paLLeA | 9[3uIg [o[ewd,] | J[BIA [SIBAA T <[SIBdA 7 >[109urSug-uoN | 1oouidus | 7 [9A9T | ] [9A9] SIOALI(] uonISIboy-[[13S
snje)s [eIIeA BETIETS) douaradxy uonedyIend) uoneusIsa(g [[eI2AQ
Sunjuey 91830133V pue SyueY ULSN

SI9ALL( uonIsSIboV-[IN{S Jo sSunjuey :6 ATAV.L

LT



