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In the present project racial differences in female 

achievement motivation and motivation to work were examined, 

and related this information to the theory that African 

American females, when compared to White females, are less 

likely to marry someone equal to themselves in the areas of 

education, employment, and earning potential because of an 

assumed shortage of suitable African-American males. It was 

hypothesized that African-American females would score 

higher on assessments of achievement motivation and 

motivation to work, and rate lower the likelihood of meeting 

and marrying a partner equal in education level, employment 

level, and earning potential than would White females. 

Data analysis supported all hypotheses. The results 

were discussed in the context of the female achievement 

motivation literature as well as the literature concerning 

female motivation to work. 
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CHAPTER I 

INTRODUCTION TO THE STUDY 

In America, our attitudes toward achievement can be 

traced to the Protestant heritage of the country and its 

emphasis on individualism and the work ethic. We, as a 

nation and individually, are very success-oriented and 

achievement motivated (Atkinson, 1977; Spence, 1985). This 

motivation has been examined in relation to specific aspects 

of our lives, however the research has typically focused on 

males. Because of the lack of research in the area of 

female achievement motivation and the idea that this 

motivation is in some way related to career issues, 

systematic research in this area is needed. 

In this study, the researcher examines the racial 

differences in female achievement motivation and female 

motivation to work, and relate this information to the 

belief that African-American females are less likely to meet 

and marry someone equal in the areas of education, 

employment, and earning potential. The following sections 

present a brief history of achievement motivation research; 

as well as research in the areas of motivation to work, 

racial differences among working females, the relationship 

between female achievement motivation and female employment, 

and related questions of partner selection. 



The History of Achievement Motivation Research 

Achievement motivation, or the need for achievement 

(n Ach), is a social motive that has been studied 

extensively for more than three decades, initially by Henry 

A. Murray (Stewart & Chester, 1982). Other individuals, for 

example David McClelland and John Atkinson, began research 

in the area later. 

Henry A. Murray defined a need as a theoretical 

construct referring to a "readiness to respond in a certain 

way under given conditions" (Murray, 1962, p. 61). He and 

his associates sought not only to acknowledge these needs, 

but to identify and catalogue them as well. Additionally 

they desired to find ways to assess these needs in order to 

determine the relationships among them. Murray's research 

suggested 39 human needs. These were divided into primary 

and secondary needs. The twelve primary needs are all 

biological in nature (eg., needs for food, water, sex). The 

remaining 27 secondary needs were further divided into five 

groups: ambition (eg., needs for achievement, acquisition, 

recognition); defense of status (eg., needs for inviolacy, 

dependence); response to human power (eg., needs for 

dominance, autonomy); affection between people (eg., needs 

for affiliation, rejection); and exchange of information 

(eg., needs for cognizance, play). 

In his work, David McClelland chose to concentrate on 

just one of these 39 needs--the need for achievement 



(Liebert & Spiegler, 1987) . McClelland and colleague John 

Atkinson have researched extensively the concept of need for 

achievement (see Atkinson, 1958, 1977; Atkinson & 

McClelland, 1948; McClelland, Atkinson, Clark, & Lowell, 

1953), primarily focusing on ways to define and measure the 

concept. However, most of this and other early research 

concerning the concept of need for achievement centered 

chiefly on males (Alper, 1974). 

Alper (1974) discussed the shortage of research done in 

the arena of female achievement motivation as compared to 

research examining the achievement motivation of males. It 

appears that in the past researchers have assumed that 

achievement motivation held the same implications for both 

males and females. However, it was as early as 1951 that 

the suggestion of a basic difference between males and 

females in achievement motivation was raised. Field (Field, 

1951; cited in Alper, 1974) suggested that achievement 

motivation in females is more social, and is possibly linked 

to a need to be liked, as compared with the motivation in 

males. This suggestion and others concerning the 

achievement motivational differences between males and 

females did not make much of a change in this area of 

research; and consequently, to date there has developed no 

systematic theory of achievement motivation in relation to 

females (Liebert & Spiegler, 1987). 



Motivation to Work 

The concept of motivation to work is similar to the 

concepts of career motivation and career commitment, which 

previously have both been thoroughly defined (Bishop & 

Solomon, 1989; Greenglass & Devins, 1982; Marshall & 

Wijting, 1982; Matsui, Ohsawa, & Uy Onglatco, 1991), and 

examined in a variety of ways. 

Bishop and Solomon (1989) studied career commitment and 

locus of control in a sample of full-time employed, 

mixed-sex MBA students. Career commitment was assess with 

an adaptation of an organizational commitment scale in which 

references to organization were changed to references of 

career. These researchers report a Cronbach alpha 

reliability coefficient of .94 for the scale used. 

Greenglass and Devins (1982) designed a questionnaire 

to assess career and marriage plans in female college 

students, however reliability information is not reported 

for this measure. Marshall and Witting (1982) developed a 

questionnaire which contained nine career orientation 

indices. This questionnaire was administered to females in 

to separate studies and a factor analysis produced two 

oblique factors that they termed "career centeredness" and 

"career commitment". 

In a more recent study, Matsui, et al. (1991) developed 

a career commitment scale that consisted of ten 

descriptions. This scale was administered to working 



females, and it concerned whether the person would remain 

employed throughout her life. These researchers base the 

validity of this measure on the fact that the mean career 

commitment score was significantly higher for the married 

females than for the unmarried females. The scale that will 

be used in this study is the Long-range career motivation 

scale (Farmer, 1985) and will be discussed later. 

Within this paper the term motivation to work will be 

used, and is defined as a person's desire to continue 

employment throughout her life regardless of financial needs 

and/or rival familial obligations. Whereas motivation to 

work is viewed as a desire to achieve specifically in career 

and job areas, achievement motivation is considered to be a 

measure of a desire to achieve generally (Atkinson, 1980, 

1985; Stewart & Chester, 1982). However we should not 

attempt to view these two concepts as correlated since 

"operant and respondent measures [referring to differences 

in the amount of structure offered by a task--i.e. the TAT 

versus self-report measures] generally do not correlate with 

each other and therefore should provide independent 

estimates of different aspects of personality--even when 

they purport to be related to the same thing" (McClelland, 

1980, p.13). 

Achievement Motivation in Females versus Males 

Much of the more recent research in the area of female 

achievement motivation has focused on the concept in 



contrast to this motivation in males (Chusmir & Hood, 1988; 

Levine, Gillman, & Reis, 1982; Mickelson, 1989). In males, 

elevated scores on measures of achievement motivation have 

been found to predict performance on timed tasks, risk 

taking and entrepreneurship, and school performance (Stewart 

& Chester, 1982). Research examining female performance 

suggest that achievement motivation may predict arithmetic 

performance (Rapaport, 1977; cited in Stewart & Chester, 

1982), performance on timed intelligence tests (Mannan, 

1967; cited in Stewart & Chester, 1982), problem-solving 

ability (Kuhl & Blankenship, 1979), and the ability to 

unscramble words (Sherwood, 1966). 

It is interesting to note that Rapaport (1977; cited in 

Stewart & Chester, 1982) did find that female achievement 

motivation predicted performance only in interaction with 

the need for affiliation, which had been suggested as the 

main difference between males and females more than a 

quarter of a century before (Field, 1951; cited in Alper, 

1974). However after reviewing the literature in this area, 

Stewart and Chester (1982) found support for the idea that 

there is basically no difference between men and women in 

the conditions under which achievement motivation can be 

aroused as well as the behavioral expression of the motive. 

In fact these researchers suggest that past research has 

been prompt to characterize a difference in the achievement 

motivation of females as compared to that of males because, 



for whatever reasons, they assumed achievement to be 

compatible with only the male sex role, and not with the sex 

role of women. 

Racial Differences Among Working Females 

Much research has been done in the area of female 

employment. In looking at racial differences among working 

females, researchers have argued the question of commitment. 

This body of research has examined not only whether or not 

there is a racial difference in being committed to the idea 

of working for a living, but also if there is such a 

difference, plausible explanations of the disparity. 

Research in the area of female and minority employment 

exploded in the 1970s because of the growing number of 

females in the workplace, which increased interest in both 

this area and the area of minorities in the workplace. Much 

of this research concentrated on minority and female 

attitudes about working as well as female achievement 

motivation concerning employment (Baruch, 1967; Horner, 

1972; Scanzoni, 1977; Tangri, 1974). However, since the 

1970s a reduction of governmental interest in the issue of 

employment concerning minorities, and to some extent 

females, has been accompanied by a reduction in the amount 

of research done in this area (London & Greller, 1991). 

The results of research with employed females completed 

by the United States Department of Labor (1970) suggest that 

between the ages of 30 and 44 years, African-American 
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females are more committed to the idea of continuing 

employment, even when their financial situation makes it 

unnecessary, than are their White counterparts. This was 

found to be true at every socioeconomic level, with the 

exception of those White females employed in higher level 

positions (i.e. middle- and upper-class professionals). At 

these professional levels, race seems to have no effect and 

the females appear more equal in their commitment. Since 

this study researched employed females, it is possible that 

those employed in the middle- and upper-level professional 

positions were more likely to be more committed to continue 

working than those employed in somewhat lower level 

positions, simply as a function of satisfaction with the 

achieved position. 

Other research, however, supports the premise that even 

within the middle-class, African-American females are indeed 

more achievement-oriented than are White females (Fleming, 

1978). Smith (1982) has suggested that any disparity 

between African-American females and White females in 

motivation to work, at whatever socioeconomic level, is one 

of simple logic: White females work primarily for reasons of 

self-fulfillment, while African-American females work 

because of the economic reality factors associated with the 

high rate of African-American male unemployment and not 

because they are reared to be any more motivated than are 

White females. However other researchers disagree. 



Other researchers have suggested that differences in life 

experience may lead to a difference in career commitment. 

Wertheimer (1977) views the disparity between African-

American and White females as a basic difference in their 

experiences; suggesting that since the beginning of their 

life in America, African-American women have always worked 

outside their homes on a full-time basis. In fact, Mead and 

Kaplan report that among married females, African-Americans 

are more likely to be employed outside the home than are 

Whites (1965; cited in Turner & McCaffrey). This difference 

suggests that it is more acceptable and likely more expected 

for African-American females to be employed outside of the 

home (Scanzoni, 1971). 

Female Achievement Motivation and Employment 

Many researchers have suggested an important 

relationship between female achievement motivation and 

female employment issues. Researchers have shown evidence 

of relationships between female achievement motivation and 

employment issues such as career and job satisfaction, 

occupational achievement, and the jobs that females choose. 

Farmer (1985) noted two important issues concerning 

female achievement motivation and employment. First, that 

achievement motivation has some effect on career 

satisfaction (Dubin, 1956; cited in Farmer, 1985); and 

second, that achievement motivation has an effect on 

occupational achievement (Sewell & Hauser, 1975; cited in 
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Farmer, 1985). Research has also found a positive 

correlation between achievement motivation and job 

satisfaction in females (Jyothi, 1983), as well as the 

phenomenon of female achievement motivation differing across 

types of jobs chosen (Jenkins, 1987). Thus it can be 

asserted that female achievement motivation is somehow 

related to female employment issues. This idea, combined 

with the fact that we are at a time in our history when 

females comprise approximately 45 percent of the United 

States labor force (U. S. Bureau of the Census, 1991), 

warrants in depth examination into the issues of female 

achievement motivation and female employment. 

Some researchers have examined the relationship between 

female achievement motivation and female career issues. 

There is evidence that elevated female achievement 

motivation is related to a strong career pattern ten years 

after graduation (Stewart, 1975) as well as a strong career 

pattern in married females twenty years after leaving 

college (Baruch, 1967). It has also been shown that among 

some females, scores on achievement motivation taken during 

the first year of college were a strong predictor of career 

patterns (Stewart, 1975) and that teenage females with the 

intentions of maintaining both careers and families score 

higher on achievement motivation than do teenage females who 

do not (Bloom, 1971; cited in Stewart & Chester, 1982). 
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Smith (1982) found that when examining both educational 

and career issues at the high school level, African-American 

females are more motivated to achieve than are White 

females. This suggests that the difference in achievement 

motivation between these groups is present before any career 

or serious employment begins. Also, since a younger group 

also may be less likely than a middle-age group of females 

[as used in the research by the United States Department of 

Labor in 1970] to be already secure in any major career 

and/or life decisions, examining this population should 

yield information concerning female motivation to work in 

addition to information regarding achievement motivation. 

If there is no differentiation in motivation between 

African-American and White females of the middle-class as 

the Department of Labor (1970) research suggests, it may be 

attributed to the particular age group used in the study, 

and would not be detectable with a population of younger 

females. 

Relevant Partner Selection Issues 

One possible rationale for this difference is the idea 

that White females may be more likely to view the prospect 

of marriage as an obstacle to working for a living than do 

African-American females. Research has supported the idea 

that African-American females may be less likely to think 

that they will one day marry than are White females. This 

discrepancy may contribute to the idea that African-American 
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females may be more likely to see a need of working for a 

living than do White females. 

Research has repeatedly demonstrated that not only do 

we choose partners based on those characteristics which are 

similar, rather than dissimilar to our own (Heath, Eaves, 

Nance, & Corey, 1987; Mehrabian, 1989; Wong, McCreary, 

Bowden, & Jenner, 1991); but also that females are more 

selective than are males on status-linked variables (Buss, 

1989; Buss, 1991; Buss & Angleitner, 1989; Davis, 1990; 

Kendrick, Sadalla, Groth, & Trost, 1990; Townsend & Levy, 

1990). Also, it has been suggested that in human mate 

selection, the most important factor influencing choice is 

"what is available in the marketplace" (Kalb, 1987, p. 811) . 

Thus African-American females, especially those that are 

college educated, may find mate selection more difficult 

than do White females for a number of reasons including the 

rate of African-American male unemployment and the disparity 

between African-American females and their male counterparts 

in college enrollment and employment at the managerial or 

professional level. 

A distinct problem for African-American females in 

choosing a partner is the reality of male unemployment in 

the African-American communities. This problem has resulted 

in a special situation for African-American females. When 

examining issues of educational attainment and occupational 

status, many formally educated African-American females are 
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faced with a shortage of African-American males who are 

equally educated, and as a result comparable in occupational 

status (Farley, 1988). According to statistics computed by 

the United States Department of Labor for the past year, the 

unemployment rate of African-American males was almost 

double that of White males (Department of Labor, 1991). In 

African-American males this rate has remained two or more 

times as high as that of White males for more than forty 

years (Blackwell, 1991). It has been suggested that since 

the unemployment rate of both African-American and White 

males was very similar during the 1920s and 1930s a reason 

for the present disparity may be the fact that the 

African-American male was doing more low-skill, low-paying 

work. The continuing industrial and technical explosions in 

America have for the most part obliterated these menial 

tasks, thus forcing a large portion of the African-American 

male community out of the job market (Farley, 1988). 

Another contributor to this dilemma may be the fact 

that for every five African-American females enrolled in a 

college or university in the United States today, there are 

only three African-American males enrolled (The Black 

Collegian, 1992). Also statistics suggest that there are 

eighty-seven African-American males for every one hundred 

African-American females with four or more years of college 

education, and seventy African-American males to every one 

hundred females employed in managerial or professional 
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career positions. This is compared to sixty-nine White 

females for every one hundred White males with four or more 

years of college education, and seventy-two White females to 

every one hundred White males employed in managerial or 

professional career positions (Department of Labor, 1992). 

It is interesting to note that regardless of these 

statistics, census data reports that the median earned wage 

of African-American males is higher than that of 

African-American females. Actually, the median wage of 

African-American males is comparable to that earned by White 

females (Department of Labor, 1992) . However, this 

statistic may not be as tangible for African-American 

females as actual observation of the limited number of 

African-American males attending college and employed in 

managerial or professional careers. In fact, data from a 

1990 Census Bureau report suggests that the problem of 

African-American male unemployment has resulted in a 

phenomenon in which we now see African-American females less 

likely to marry than White females ("Black women," 1992). 

Thus African-American and White females should be 

somewhat similar in their conceptualization of the "ideal 

spouse" as someone with traits such as intelligence, 

prestigious employment, and financial status (or the 

potential for these characteristics); but African-American 

females should be more committed to the idea of working for 
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a living because their presumption of an insufficient 

marketplace. Compared with the White females, the 

African-American females should rate lower the probability 

of finding a partner equal in education, employment and 

earnings. 

Hypotheses 

The concept of female motivation to work, particularly 

racial differences in achievement motivation and motivation 

to work was explored in recent female high school graduates 

in this study. The following hypotheses were tested: 

1. The African-American females, as a group, will score 

higher than the White females on achievement motivation as 

assessed by rating stories told to thematic apperception 

pictures. 

2. The African-American females, as a group will be 

more motivated to work for a living compared with the White 

females as assessed by the Long-Range Career Motivation 

Scale. 

3. The African-American females, as a group, will rate 

lower the probability of meeting and marrying a partner 

equal in education, employment, and earning potential 

compared with the White females as assessed by a 

questionnaire developed for this study. 



CHAPTER II 

METHOD 

Subjects 

Thirty African-American females and thirty White 

females served as participants in this study. According to 

power tables, this sample size is sufficient to detect an 

effect size of 0.28, with 70% power at the p <.05 level 

(Kraemer & Thiemann, 1987). The participants were Spring 

1993 high school graduates; and at the time of this study, 

were first year, full-time university students attending the 

University of North Texas in Denton, Texas. The 

participants ranged in age from seventeen to nineteen (M = 

18.22, £D = 0.49). All participants were single and none 

were mothers. Each participant received extra credit points 

in an undergraduate psychology course for their 

participation (see Appendix A for recruitment statement). 

Each participant reported their parents' 

socioeconomic status (SES). The SES levels were grouped 

into six categories [1) $15,000 and below; 

2) $15,001 - 25,000; 3) $25,001 - 35,000; 4) $35,001 -

45,000; 5) $45,001 - $55,000; 6) $55,000 and above]. A 

large number of the participants (26, or 43.3%) reported 

that their parents' income could be found within the fourth 

category. Thirteen participants (or 21.7%) selected the 
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fifth category, twelve participants (or 20.0%) selected the 

sixth category, and seven participants (or 11.7%) selected 

the third category. The first two categories were each 

selected only once (or 1.7% per category). 

Analysis of the data indicates a significant positive 

correlation between the maternal and paternal education 

levels of the participants (r (58) = .38, E £ -01). A 

paired sample t-test indicated that the African-American 

participants were less likely to have parents who selected 

partners of comparable education levels (t (1, 29) = -2.34, 

E <. .02) than were the parents of the White participants (t 

(1, 29) = -.12, E < .90). African-American participants 

were more likely to report that their fathers (M = 3.87, SD 

= 1.30) were more educated than their mothers (M = 3.27, SD 

= 1.26). White participants were more likely to report that 

their parents were equally educated: fathers (M = 4.57, SD = 

1.33), mothers (M = 4.53, SD = 1.38). 

Materials 

Thematic apperception pictures. McClelland and 

Atkinson in the late 1940's began searching for a valid 

approach to measuring the three social motives (achievement, 

affiliation, and power) and thematic apperception was the 

resulting method (Atkinson, 1977). Thematic apperception 

pictures are typically utilized in assessing achievement 

motivation in research (Lefkowitz & Fraser, 1980). The use 

of this projective measure was created by Morgan and Murray 
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(1935) as a method of interpreting an individual's 

motivation by coding imaginative stories that the individual 

has created. It is viewed as a sample of the individual's 

thoughts (Biernat, 1989; McClelland, 1966; Morgan & Murray, 

1935) lacking any conscious shaping to meet expectations of 

the experimenter (Biernat, 1989) . Although thematic 

apperception does not possess test reliability as it is 

customarily defined, it has been shown that it does provide 

a valid measure of the strength of the social motives being 

expressed (Atkinson, 1980). 

Lefkowitz and Fraser (1980) found evidence that 

suggests that thematic apperception is no less applicable, 

when assessing African-Americans, than it is in assessing 

Whites. These researchers also found that achievement 

motivation scores of African-American subjects did not vary 

significantly as a function of the race of the stimulus 

figures depicted in the pictures presented. 

To present a variety of the type of stimulus figures 

depicted, and to show females in a variety of roles, a 

racially mixed set of pictures was chosen for use in this 

study. Six thematic apperception pictures were presented to 

the participants in this study. For each story, the range 

of possible scores is -1 to +11; thus the achievement 

motivation score for each participant will fall within the 

range of -6 to +66 when the scores are summed across the six 

stories. The score for each story is dependent on the type 
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of imagery produced to that picture by the participant. Any 

individual story can score +1 (a story that is concerned 

with a goal of being successful in competition with some 

standard of excellence [achievement imagery]), 0 (a story 

that contains some reference to achievement but does not 

meet all criteria necessary for scoring achievement imagery 

[doubtful achievement imagery]), or -1 (a story that 

contains no reference to an achievement goal [unrelated 

imagery]). Stories that score either -1 or 0 are not scored 

further, but those that score +1 are further scored for the 

achievement-related subcategories for a total possible score 

of +11 per story [Please see McClelland, et al (1953)]. 

Thus, a low score indicates lower achievement 

motivation than does a higher score. Since it is not likely 

that an individual will write a story fully saturated with 

achievement imagery, it is likely that few stories will 

yield a score of +11 points. In the present study, the 

participants' total achievement motivation scores ranged 

from -6 to +16 (M = +2.62, SD = 4.84) (see Appendix B for 

the forms to be used for this administration and Appendix C 

for a description of the thematic apperception pictures 

used). 

Two raters scored the content of the thematic 

apperception stories for nAchievement according to the 

system devised by McClelland, Atkinson, Clark, and Lowell 

(1953). Smith and colleagues (1992; Smith, Feld, & Franz, 
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1992) have also detailed this system. These raters were 

trained beforehand and achieved an interrater reliability of 

.87 on practice stories before attempting to score the 

stories that were collected for this study. 

Analysis of the data showed that there was a 

significant positive correlation between the total 

nAchievement score and nAchievement scores for each of the 

six stories for all participants: story 1 (£ (58) = .50, p < 

.01); story 2 (£ (58) = .42, p < .01); story 3 (r (58) = 

.28, p < .05); story 4 (r (58) = .59, p < .01); story 5 (r 

(58) = .60, p < .01); story 1 (r (58) = .48, p < .01). This 

suggests that the pictures chosen were reliable measures of 

the total nAchievement (see Appendix D for Table 1). 

Question concerning the type of person the participant 

would wish to marrv. This three-part question was developed 

for this study evaluate the final hypothesis. The first 

portion of this question asks: "Assuming that you will one 

day marry, please list...ten characteristics you would look 

for in the person you would like to meet and marry." The 

second portion asks: "On a scale of 1-10, what is the 

likelihood that you will actually meet and marry a person 

like this?" The third portion asks: "Please rate... the 

probability that you will meet and marry a person equal to 

your own education level, employment level, and earning 

potential" (see Appendix B for this form). 
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The data from this questionnaire that is important to 

the current study was found by analyzing the third portion 

which is the subjective rating of the probability of meeting 

and marrying an "equal partner." The scale for this rating 

was labeled from one to ten, and the participants' ratings 

ranged from four to ten (M = 7.38, £D = 1.67). The scores 

for the African-American participants ranged from four to 

eight (M = 6.27, SD = 1.53). The scores for the White 

participants ranged from five to ten (M = 8.5, SD = 2.45) . 

The Lona-ranqe Career Motivation Scale. Farmer (1985) 

adapted this scale from work done by Super and Culha (1976; 

cited in Farmer, 1985). Alpha reliability for this 13 item 

scale is .83. Rooney (1983; cited in Farmer, 1985) reported 

that this measure significantly (pc.OOl) discriminated those 

who were students or employed workers from those who were 

homemakers. "A person who scores high on this scale enjoys 

making plans about his or her future, wants to have a job to 

be really proud of, and views a career as a means of self-

expression" (Farmer, 1985, p.373). With this scale, 

possible scores range from 13 to 65, and Farmer (1985) 

reported a mean of 50.57 (§D = 6.63) (see Appendix B for 

this scale--items 6, 7, and 8 are reverse scored). In the 

present study, the scores ranged from 31 to 65, and the 

group mean was 55.33 (§D = 8.49). 

In devising this model of career and achievement 

motivation for women and men, Farmer (1985) found that at 
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grades 9 and 12, minority females (Spanish origin, African-

American, Asian, Eskimo, and Native American) scored higher 

on this scale that did White females. This result was 

further supported by the present analysis. On this scale 

the African-American participants scored higher (M = 57.57) 

than did the White females (M = 53.10). 

Demographic Questionnaire. This questionnaire was used 

to obtain basic demographic data (i.e. the student's age, 

race and marital status as well as information regarding the 

parent's educational level and occupational position) (see 

Appendix B for this questionnaire). 

Procedure 

The sixty participants were tested in mixed-race 

groups. The size of each group ranged from four to twelve. 

Each group was tested in one session lasting approximately 

forty-five minutes. Initially there was a brief explanation 

of what would take place, and each participant was given a 

packet of forms (Appendix B). After reading and signing the 

consent form, the thematic apperception pictures were 

presented by use of an overhead projector, and group 

administration techniques were employed (see Atkinson, 

1958). After all six pictures had been administered, the 

participants were asked to complete the first questionnaire. 

After every person had completed this scale, the 

participants then completed the Long-Range Career Motivation 
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Scale. Finally the participants completed the demographic 

information. 



CHAPTER III 

RESULTS 

Initial Analyses 

The means and standard deviations for the dependent 

measures were as follows: the total achievement motivation 

score (M = 2.62, SD = 4.84), the total Long-Range Career 

Motivation score (M = 55.33, SD = 8.49), and each subject's 

rating of the probability of meeting and marrying a partner 

equal in education, employment, and earning potential (M = 

7.38, SD - 1.69). 

A correlation matrix was computed to determine whether 

any of the demographic variables were significantly 

correlated with the independent variable (race) or any of 

the dependent variables included in the hypotheses. This 

computation showed only a significant correlation between 

race and parents' socioeconomic status (SES). A t-test was 

computed to determine the differences in group means on this 

demographic variable. This analysis indicated that parents' 

socioeconomic status was significantly influenced by subject 

race, t (58) = -2.06, jd = .044. The African-American 

subjects reported lower SES levels (M = 4.13) than did the 

White subjects (M = 4.70). However, this is not expected to 

influence the analysis; since overall, the parents' 

socioeconomic status is not significantly correlated with 
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any of the three dependent variables, either overall or 

within groups. 

Data Analysis Plan 

After the thematic apperception stories had been 

scored, the six scores for each subject were summed to 

achieve a total achievement motivation score. 

Subsequently, a one-way between subjects multivariate 

analysis of variance (MANOVA) was performed. In this 

analysis, race served as the independent variable and the 

total achievement motivation score, the total 

Long-Range Career Motivation score, and the subjects' rating 

of the probability of meeting and marrying an "equal" 

partner as dependent variables. 

Results suggest a slight skewedness of two of the 

dependent variables (the total Long-Range Career Motivation 

score, and the subject's rating of the probability of 

meeting and marrying a partner equal in education, 

employment, and earning potential). However, since the data 

do meet the criteria that Tabachnik and Fidell (1989) state 

are necessary for meeting the assumption of normality (i.e., 

the group sizes are greater than twenty and the sample 

produces a minimum of 20 degrees of freedom for error in the 

univariate cases), this assumption can be considered met. 

The Box M test for homogeneity of variance was 

nonsignificant with F (6, 24373) = 1.40, p < .21, indicating 

that this assumption was not violated. Additionally, since 
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none of the dependent variables were significantly 

correlated with another dependent variable, the assumptions 

of nonmulticollinearity and singularity were met. 

Hypothesis-testing Analyses 

The one-way between subjects MANOVA was performed to 

test the hypotheses. All three hypotheses were tested by 

means of a main effect of the MANOVA. The Wilks' criterion 

indicates a significant main effect for race, F (3, 56) = 

15.36, b = .001. The univariate F tests further indicate 

that this effect was significant on all three dependent 

variables, each of which was a basis for one of the 

hypotheses. 

The first hypothesis (the African-American females, as 

a group, will score higher than the White females in 

achievement motivation as assessed by rating stories written 

to thematic apperception pictures) was supported by the 

significant difference in the total achievement motivation 

score (F (1, 58) = 24.48, e £ -001). As predicted, the 

African-American subjects scored higher on total achievement 

motivation (M = 5.23) than did the White subjects (M = 0.01) 

(see Appendix D Table 2, Individual story means by race). 

The second hypothesis (the African-American females, as 

a group, will score higher than the White females on the 

Long-Range Career Motivation scale which measures the degree 

of motivation to work for a living) was supported by the 

significant difference in the total Long-Range Career 
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Motivation score (£ (1, 58) = 4.39, E <. .04) . As predicted, 

the African-American subjects scored higher on the Long-

Range Career Motivation scale (M = 57.57) than did the White 

subjects (M = 53.10). 

The third hypothesis (the African-American females, as 

a group, will rate lower the probability of meeting and 

marrying a partner equal in education, employment, and 

earning potential on a questionnaire developed for this 

study than will the White females) was also supported by the 

significant difference in the subject's rating of the 

probability of meeting and marrying a partner equal in 

education, employment, and earning potential (F (1, 58) = 

8.56, E £ .005). As predicted, the African-American 

subjects rated lower the probability of meeting and marrying 

a partner equal in education, employment, and earning 

potential (M = 6.27) than did the White subjects (M = 8.50). 

(see Appendix D for Table 3, Univariate F tests; and Table 

4, Mean scores of the dependent variables by race). 

Other Significant Results 

The correlation matrix also indicated a significant 

negative correlation between the total nAchievement scores 

and the probability of meeting and marrying a partner equal 

in education, employment, and earning potential (r (58) = 

-.50, £ < .01). This result demonstrates that the higher 

the total achievement motivation score the lower the 

subjective rating of the probability of meeting and marrying 
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an "equal" partner. As this result was not supported within 

the groups, this information appears to be confounded with 

race. 



CHAPTER IV 

DISCUSSION 

One strength of the present study is the utilization of 

participants who were recent high school graduates. There 

does not appear to be much previous research into the racial 

difference in either achievement motivation or motivation to 

work in this age group, and these results can add much to 

the current body of knowledge in this area. In addition to 

being recent high school graduates, the females who 

participated in this study were not likely to have 

established a firm life pattern. It can be assumed that 

most of the participants at the time of this study had not 

defined for themselves any major life decisions since most 

of them indicated that they had not even decided on a 

college major. Approximately eighty percent of the 

participants (49 of the total 60) listed undecided for the 

college major item on the questionnaire devised to collect 

demographic information. Thus the majority of these females 

appeared to have made no determined decisions about a 

specific life course, so any ideas they possess about 

themselves being employed outside of the home may be related 

more to general ideas about females working outside of the 

home rather than related to any personal plan or ideas about 

their own futures in any specific field of employment. 
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As predicted, the data collected in this study support 

the idea that young adult African-American females not only 

possess a greater general desire to achieve, but also appear 

to have a life goal of being employed outside the home 

regardless of financial need or rival familial obligations 

more than do young adult White females. Since this finding 

was based on race and not on socioeconomic status, it 

suggests that there may be differences associated with race 

in the level of female motivation to work regardless of need 

before any serious career or life decisions have been 

established. Once these decisions have been established and 

the females are entrenched in their chosen careers or jobs, 

this disparity seems to disappear and females appear more 

equal in their level of motivation to work (U.S. Department 

of Labor, 1970). 

In addition to scoring higher on the measures of 

achievement motivation and motivation to work, the African-

American females rated lower their perception of the 

probability that they would meet and marry a partner equal 

in educational attainment, employability, and earning 

potential. A perusal of the lists of traits desired in an 

"ideal spouse" that the participants were asked to construct 

supported the idea that the African-American and White 

females were extremely similar in their conceptualization of 

the "ideal spouse." This open-ended data indicated that 

participants in either group were equally as likely to 
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desire someone possessing traits such as intelligence, 

prestigious employment, and financial status (or the 

potential for these characteristics). However, the African-

American females were more likely to rate lower the 

probability of meeting and marrying a spouse who possesses 

educational and employment characteristics similar to her 

own compared with the White females. Thus, although 

statistics indicate that African-American males generally 

earn more than do African-American females and the 

African-American participants in the present study tended to 

report that their fathers are more educated than are their 

mothers, the visible disparity between African-American 

males and females in college settings as well as in 

employment at the managerial and professional levels may 

have resulted in these females perception of a limited pool 

of "equal" mates that may make their meeting and marrying a 

person with these similar characteristics improbable. 

The results of the present study, however, should be 

interpreted tentatively because of the skewed nature of the 

parents' socioeconomic levels that were reported. 

Eighty-five percent of all participants indicated parents' 

income levels of above $35,000; and only two participants 

(or 3.4%, both African-American) indicated parents' income 

levels of $25,000 and below. Although this data supported 

the idea of racial difference, since the SES level of the 

present sample was skewed there is a need for more research 
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to see whether this difference is evident with a more 

representative sample. If the racial disparity seen with 

this study in the areas of total achievement motivation and 

motivation to work are further supported with a more 

representative sampling of parental socioeconomic levels, 

then there is still the need for more research examining 

possible justification for the apparent disparity. 

Is it true, as Smith (1982) suggests that White females 

chose to be employed outside of the home for personal 

gratification while African-American females are forced to 

work for a living because of economic factors? Or is the 

disparity more a function of White females being less 

exposed to same-race working females as role models than are 

African-American females? Or do we see these racial 

differences for other reasons? Answers to these questions 

may be found with continued research in the area of racial 

differences in the attitudes females have concerning female 

employment, including maternal employment (e.g., Bridges & 

Etaugh, 1994). 

It is also interesting that the F value for the total 

achievement motivation score (F (1, 58) = 24.48, e S. .001) 

is much larger than the F value for the total Long-Range 

Career Motivation score (F (1, 58) = 4.39, jo <. .04). Since 

these are standardized scores, the data suggest that 

although young adult African-American females may be more 

motivated to achieve globally as well as in the employment 
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arena than are young adult White females, the discrepancy 

seems to be much greater for global achievement than for 

motivation to achieve specific to personal employment. 

Thus the lower amount of achievement motivation present in 

the White participants likely will not keep them out of the 

middle- and upper-level employment positions. 

It should be noted that the African-American females 

who participated in the present study may not be 

representative of the African-American female population as 

a whole. Since attending college immediately after 

graduating from high school may be more occasional in the 

African-American community than it is in the White 

community, these females who had made the decision to 

continue their education after high school may be more 

motivated than what is the norm in African-American society. 

According to recent statistics published by the United 

States Department of Commerce (1990) concerning females over 

the age of fifteen, 56.4 percent of White females were 

members of the labor force and 59.6 percent of 

African-American females were members of the labor force. 

Thus the difference in career motivation does not appear to 

translate into any significant differences in the 

percentages of African-American females going into the labor 

force as opposed to White females. This suggests that this 

area of interest could benefit from continued research to 

establish ways of translating internal motivations into 
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behaviors that might enhance career attainment and 

development in African-American females. Vocational 

counseling is obviously important, but changing the 

environment that females are reared in so that motivation is 

optimized it is equally important. To be effective, this 

change will need to be assessed on all levels (e.g., at the 

individual level, the social level, the political level), as 

well as with both sexes. 

This body of research could also benefit from continued 

examination into these areas. The present study examined 

racial differences in three domains: female achievement 

motivation, female motivation to work, and the female's 

perception of "what is available in the marketplace" (Kalb, 

1987, p. 811). Future research examining the extent to 

which these three domains interact, if at all, would be 

informative. 
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ANNOUNCEMENT 

PARTICIPANTS NEEDED: 

(To participate, you MUST meet all four qualifications.) 

1. Unmarried females 

2. White or African-American 

3. First semester freshmen who are full-time 

(at least 12 hrs) 

4. Spring, 1993 high school graduates 

Interested students, please leave your name and number 

below, or telephone Yolanda Bruner at (817) 380-0495. 

NAME TELEPHONE NUMBER 



APPENDIX B 

PARTICIPANTS' PACKET 
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INFORMED CONSENT 

I, , agree to 

participate in a study of female career plans. This 

research is being done as a part of a Masters thesis 

requirement. The purpose of this research is to increase 

our understanding of female careers. 

I understand that there is no personal risk or 

discomfort directly involved with this research, and that I 

am free to withdraw my consent and discontinue participation 

at any time. A decision to withdraw from this study will in 

no way affect my standing in any class. 

If I have any questions or problems that arise in 

connection with my participation in this study, I should 

contact Dr. Sharon Rae Jenkins at (817) 565-2671. 

Signed this day of , 19_ 

Signed: Participant 

Investigator 
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INSTRUCTIONS 

You are going to see a series of pictures, and your 

task is to tell a story that is suggested to you by each 

picture. Try to imagine what is going on in each picture. 

Then tell what the situation is, what led up to the 

situation, what the people are thinking and feeling, and 

what they will do. 

In other words, write as complete a story as you can--a 

story with a plot and characters. 

You will have 20 seconds to look at a picture and then 

4 minutes to write your story about it. Write your first 

impression and work rapidly. I will keep time and tell you 

when it is time to finish your story and to get ready for 

the next picture. 

There are no right or wrong stories or kinds of 

pictures, so you may feel free to write whatever story is 

suggested to you when you look at a picture. Spelling, 

punctuation, and grammar are not important. What is 

important is to write out as fully and as quickly as 

possible the story that comes into your mind as you imagine 

what is going on in each picture. 

You will notice that there is one page for writing each 

story. If you need more space for writing any story, use 

the reverse side of the paper. 
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STORY #1 (One for each story) 

1. What is happening? Who are the persons? 
2. What has led up to this situation? That is, what has 
happened in the past? 
3. What is being thought? What is wanted? By whom? 
4. What will happen? What will be done? 
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QUESTIONNAIRE #1 

Part I: 

Assuming that you will one day marry, please list 
below ten characteristics you would look for in the 
person you would like to meet and marry. 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

Part II: 

On a scale of 0-10, what is the likelihood that you 
will actually meet and marry this person? (Please circle 
one number.) 0=Not at all likely; 10=Extremely likely 

0--1--2--3--4--5--6--7--8--9--10 

Part III: 

Please rate below the probability that you will meet 
and marry a person equal to your own education level, 
employment level, and earning potential. (Please circle 
one number.) 0=No likelihood; 10=It will definitely happen 

0--1--2--3--4--5--6--7--8--9--10 

Go on to next page 
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QUESTIONNAIRE #2 

People consider work important for a variety of 
reasons, many of which are described below. For 
items 1-13 circle the number that best describes 
your opinion about each statement below. 

Although some statements appear to be asking the 
same thing, they are all different in some way. 
There are no right or wrong answers; your opinion 
is what counts. 

In responding, use the following scale: 

l=Strongly disagree 
2=Disagree 
3=Not sure 
4=Agree 
5=Strongly agree 

1. I enjoy making plans 
about my future. 

2. I often think about what 
type of job I'll be in, 
ten years from now. 

3. To me, a career is a means 
of expressing myself. 4 

4. I would like to have a job 
of which I am really proud. 

5. I like to have a career goal 
toward which I can work, 1 

Go on to next page 
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l=Strongly disagree 
2=Disagree 
3=Not sure 
4=Agree 
5=Strongly agree 

6. I really don't think too much 
about whether or not I'll get 
ahead in my job. 1 

7. Planning for and succeeding 
in a career is not my main 
concern. 

8. I could be happy without 
having a career. 

9. I would want to move ahead in 
my occupation, not stand still. 1 2 3 

10. My career will give meaning 
to my life. 1 

11. The occupation that interests 
me most will give me a chance 
to really be myself. 1 

12. Planning for a specific career 
is not worth the effort. 1 2 3 

13. I do not consider myself 
"career minded." 

Go on to next page 
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QUESTIONNAIRE #3 

Date of Births / / Age: years 

Race: 

1) African-American 

2) White 

Marital status: 

1) Single (never married) 

2) Married, Divorced, or Widowed 

Year graduated from high school: 19 

Year in college: 

1) Freshman 

2) Sophomore 

3) Junior 

4) Senior 

Major: 

Mother's Education Father's Education 

1) Attended high school 1) Attended high school 
2) High school graduate 2) High school graduate 
3) Attended college 3) Attended college 
4) Associates degree (2 yrs) 4) Associates degree 
5) Bachelors degree (4 yrs) 5) Bachelors degree 
6) Degree beyond Bachelors 6) Degree beyond Bachelors 

Parents' Income (Combined) 
1) $15,000 and below 
2) $15,001 - $25,000 
3) $25,001 - $35,000 
4) $35,001 - $45,000 
5) $45,001 - $55,000 
6) $55,001 and above 

Go on to next page 
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Parent's Occupation 

Does your father work? 1) yes 
2) no 

If yes, what is his job title? 
This job is 1) part-time 

2) full-time 
Give a brief description of his job responsibilities. 

Does your mother work? 1) yes 
2) no 

If yes, what is her job title? 
This job is 1) part-time 

2) full-time 
How many years of experience does she have in this line of 
work? years. 
Give a brief description of her job responsibilities. 

If you had to choose, would you say that your mother worked 
because she had to or because she found work fulfilling? 
0=Mother had to; 10=mother found work fulfilling 

0 1 2 3 4--5--6--7--8--9--10 

Siblings (put yourself at #1): 
Sex Age Education (last grade attended/degree 
M/P received) 

1. 

2 . 

3. 

4. 

5. 

6. 

7. 

Which of these was the first to attend college? 
Please put a check next to that information. 

THANK YOU. 
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Pictures: 

1. A White female is dressed in ballet shoes, a 
leotard, and a shirt. She is stretched into a dance 
pose in front of a window. 

2. A White female is squatting down facing a little boy. 

3. An African-American female and an African-American male 
are sitting together. They appear to be seated at a 
kitchen table. 

4. A White female is sitting at a table with a White male. 
There are open books on the table, and the people appear 
to be weighing something on a scale. 

5. An African-American female is sitting at a desk. She is 
gesturing and appears to be speaking to someone on the 
other side of the desk. (There is no one else in the 
picture.) 

6. A group of females, three White and one African-American, 
are sitting on porch steps. They appear to be laughing 
and talking. 
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Table 1 

Correlations between total nAchievement score and 

nAchievement scores for individual stories 

Correlation coefficient Sign. of r 

Story- 1 .50 E < .01 
Story 2 .42 E < .01 
Story 3 .28 E < .05 
Story 4 .59 E < .01 
Story 5 .60 E < .01 
Story 6 .48 E < . 01 

Table 2 

Individual story means bv race 

African t-American White 
M SD M SD 

Story 1 2.37 1.97 1.67 2.37 
Story 2 - .50 .97 - .90 .31 
Story 3 - .30 1.44 - .50 1.17 
Story 4 1.43 2.62 .60 1.98 
Story 5 1.30 1.69 - .37 1.03 
Story 6 .97 1.56 - .37 1.03 



50 

Table 3 

Univariate F tests 

Dependent variables F Sign, of F 

Total nAchievement score 24.48 e < .001 
Long-Range Career Motivation score 4.39 e < .04 
Probability of marrying "equal" mate 47.49 e -001 

Table 4 

Mean scores of the dependent variables bv race 

African-American White 

Total nAchievement score 5.23 0.01 
Long-Range Career Motivation score 57.57 53.10 
Probability of marrying "equal" mate 6.27 8.50 
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