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This work derived attitudinal input from 397 female 

college business majors concerning their preference for 

various job factors drawn from previously validated studies 

and their expected levels of satisfaction with those job 

factors in new job situations following graduation. 

Data were collected through the distribution of a 

questionnaire consisting of three sections: (1) demographic 

categories, (2) a list of twenty job factors with a Likert-

like scale for respondents to record the strength of desire 

for each, and (3) an identical list of job factors with a 

Likert-like scale for respondents to record the expected 

level of satisfaction with those job factors on their new 

job. 

There was a positive correlation at the 0.05 level 

between the desire for fringe benefits, community size and 

kind, and company reputation and the age of respondents. 

Job security, position or title, pay (absolute amount), 

and reward based on seniority were positively correlated 

with grade point average. Marital status was correlated 

with position and title and reward based on seniority. 



There was a positive correlation to the 0.05 level 

between the age of respondents and the level of expected 

satisfaction on their first job following graduation, with 

reward based on merit or productivity and opportunity for 

travel and recreation. Marital status was associated with 

the expected level of satisfaction with their freedom in 

the work place and opportunity for travel and recreation. 

The expected level of satisfaction with freedom in the 

work place and being rewarded on the basis of merit or 

productivity was also related to cumulative full-time work 

experience of respondents. 

There was a positive Spearman rank correlation between 

the strength of desire for each job factor and the expected 

level of satisfaction with those same corresponding job 

factors. 
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CHAPTER I 

INTRODUCTION 

The concepts of fairness, justice, and equity are 

central to the cultural values of Americans (22). Indeed 

the United States in this generation has seen these concepts 

mushroom into obsessive issues, occasionally to the point of 

confrontation. A significant change influencing the world 

of management has been precipitated by the infusion of women 

into management ranks. Men and women alike are increasingly 

faced with making profound changes in values, attitudes, and 

behaviors as a result. Sometimes, and in some places, the 

adjustment has been made easily. In others, women have been 

met with open resentment or subtle bias as they seek equity 

with men in the business arena. 

Dissatisfaction Among Females 

Since 1960 there have been significant increases noted 

in the labor force participation rates of various segments 

of the female population. The labor force participation rate 

of white females has increased every year since 1960 advanc-

ing from 36 per cent to 49.9 per cent in 1979 (see Table I). 

The participation rate among minority women, while rising at 

a slower rate, has grown from 47.2 per cent in 1960 to 53.1 

per cent in 1979. Married women in particular have shown 



consistent increases in participation rates across all age 

groups (see Table II). Simultaneously, while the labor 

force participation rate of women in general has increased, 

the proportion of satisfied female workers to dissatisfied 

has declined since 1975 (see Table III). 

Specifically, issues arising from the modern feminists' 

movement (abortion, Equal Rights Amendment, dovorce) have 

often captured the public attention, imagination, and emotion, 

One issue to emerge between men and women on the job has been 

that of equal pay for equal work (9). Women's groups, for 

example, have protested what governmental statistics seem to 

verify—the existence of pay differentials between sexes (15), 

TABLE I 

CIVILIAN LABOR FORCE PARTICIPATION RATES 
OF FEMALES BY RACE 1960-1979 

Rate 
Participation Rate (%) 

Rate 
1960 1965 1970 1975 1977 1978 1979 

White 

Black and 
Other 

36.0 

47.2 

37.7 

48.1 

42.0 

48.9 

45.0 

48.7 

47.0 

50.4 

48.8 

52.0 

49.9 

53.1 

Source: U.S. Bureau of the Census, SI zatistical AbsJ __ . t tract 

1980, p. 394. 

While some explain earnings differentials on the part of 

females in terms of interrupted employment for childbearing 

and limited job experience, they do still seem to exist (9). 



TABLE II 

CIVILIAN LABOR FORCE PARTICIPATION RATES OF FEMALES 
BY MARITAL STATUS AND AGE 

Year 
Marital Status 

Female Participation Rate ( %) 
Year 

Marital Status 16-19 
Years 

20-24 
Years 

25-44 
Years 

45-64 
Years 

65 and 
Older 

1960 Married **27.2 31.7 33.1 36.0 6.7 
(Spouse Present) 
Single **30.2 77.2 83.2 79.8 24.3 
Other* **43.8 58.0 67.2 60.0 11.4 

1965 Married **30.6 37.1 36.2 39.5 6.7 
(Spouse Present^ 
Single **28.8 72.9 82.4 76.1 22.4 
Other* **42.1 59.2 67.2 61.1 10.5 

1970 Married 37.8 47.9 42.7 44.0 7.3 
(Spouse Present) 
Single 44.7 73.0 80.5 73.0 19.7 
Other* 48.5 60.3 67.2 61.9 10.0 

1975 Married 46.2 57.0 50.0 43.8 7.0 
(Spouse Present) 
Single 49.6 72.5 70.3 68.3 15.8 
Other* 47.6 65.3 68.9 59.0 8.3 

1979 Married 52.2 60.8 58.4 46.2 7.5 
(Spouse Present) 
Single 54.7 76.1 81.8 65.8 13.5 
Other* 56.3 70.4 76.0 60.2 8.3 

Source: U.S. Bureau of the Census, Statistical 
Abstract of the United States 
Washington, 1980, p. 401. 

1980 (101st edition), 

*Includes those widowed, divorced, married with 
spouse absent. 

**14-19 year olds. 

Origins of Female Dissatisfaction 

Though root causes of these attitudes among women are 

complex and elusive, several seem prominent and appropriate 

to this discussion. 



TABLE III 

FEMALE WORKERS SATISFIED WITH THEIR JOBS AS A PER CENT 
OF TOTAL FEMALE WORKERS 1962-1980 

Year 
1962 1972 1975 1978 1980 

Per Cent 
Satisfied 81 86 90 88 83 

Source: U.S. Bureau of the Census, Statistical 
Abstract of the United States: 1980 (101st edition), 
Washington, 1980, p. 405. 

Protestant Work Ethic 

Eighteenth and nineteenth century Americans, possibly 

influenced by John Calvin and others, tended to value work 

as an end in itself (25). The accomplishment of an indi-

vidual and his merit before God were closely related. This 

work ethic predominated, it is thought, into the early indus-

trialized period (13). Some believe that the increased 

dissatisfaction of contemporary workers, in some measure, 

mirrors a departure from belief in a traditional work ethic 

(2, 19, 21, 23, 26) . 

Others contend that the work ethic is basically intact. 

What is significant, they argue, is an increase in the labor 

force participation rates of young people, blacks and women 

—groups tending to have higher percentages of dissatisfied 

members within them (7, 20). Since these groups are growing 

larger in relation to other demographic categories in the 

work force, it might follow that dissatisfaction in general 

might also increase. 



In reality, it might be that there is no more dissatis-

faction among women now than previously. Rather, as a result 

of the influence of contemporary feminism, perhaps the civil 

rights movement, and economic conditions, the socio-economic 

climate is such that they feel freer to assert themselves 

and thus are more vocal in their demands. 

Role Conflict 

Of particular importance are the changing attitudes and 

perceptions of the public toward women and the changes in 

women's attitudes toward themselves. 

The level of public consciousness and sensitivity 

toward traditional differential roles of males and females 

has begun to rise. Relative to public policy, this movement 

is perhaps most readily reflected in various Equal Employ-

ment Opportunity Commission directives as well as decisions 

rendered from the Office of Federal Contract Compliance. On 

a social level this is most conveniently illustrated by a 

recent Fortune report which sampled work attitudes of promis-

ing managers. In contrasting a 1950 sample with its 1980 

replication, the article noted, in passing, "this time they 

included women" (8). 

It might be reasonable to assume that as the level of 

public consciousness rises, so also, the perceptions women 

hold of themselves and their work roles also change. As it 

becomes more acceptable, socially, for women to work outside 



their homes, and more beneficial, economically, they may 

become more active in seeking out such endeavors. Two 

factors seem most influential in attracting women into 

the work force. 

Economic factors.—Conventional wisdom has been that 

women who are employed, for the most part, work to supple-

ment a spouse's income or for incidental "pin money." There 

is, however, evidence that a large percentage of women in 

the work force are there to meet regular expenses or to pay 

off debt (see Table IV). A significant segment was single, 

divorced, separated, or widowed (see Table V). Of these 

women, numbers were single heads of households (see Table VI) 

further suggesting work for economic necessity. 

Self image.—A second factor attracting females involves 

self image. In our materialistic culture one tends to devalue 

unpaid work in general and that work designated "housewife" or 

"mother" in particular. Margaret Mead has suggested that 

women, themselves, denigrate homemaking (12). 

In the past maintaining a home was a major social con-

tribution and responsibility. It was an opportunity for 

achieving some independence and provided a theater for self-

expression and fulfillment. It still intrinsically holds out 

that potential, but society does not attribute to it similar 

value. If women, at least in part, measure their self worth 

in terms accepted by the community and a homemaking role has 



TABLE IV 

MAIN REASONS FOR FEMALES WORKING MORE THAN 
ONE JOB: 1975-1979 

1975 1978 1979 

Most Frequently 
Stated Reasons 

White Black 
and 
Other 

White Black 
and 
Other 

White Black 
and 
Other 

Per Cent 
Distribution 

Meet Regular 
Expenses 31.3 48.2 32.8 47.8 33.4 46.6 

Pay Off Debts 5.1 2.9 4.7 5.4 7.3 12.6 

Save for Future 8.6 3.9 9.2 4.3 6.0 4.9 

Get Experience 6.3 3.9 6.1 9.8 7.4 2.9 

Help Friend or 
Relative 7.6 2.9 5.0 1.1 6.6 4.9 

Buy Something 
Special 10.7 2.9 10.2 18.5 9.8 6.8 

Enjoy the Work 14.7 10.7 16.5 0.0 17.0 3.9 

Changed Job 1.8 0.0 1.9 2.2 1.8 3.9 

of_ the United States: 1980 (101st edition), Washington, 1980 , 
p. 401. 

little relative value there, then one who is "only a house-

wife" might be drawn into a paying position where she would 

be perceived as "more valuable." 



TABLE V 

MARITAL STATUS OF FEMALES IN THE CIVILIAN 
LABOR FORCE: 1940 - 1979 

Year 
Per Cent Distribution, Female 

Labor Force 

Single Married Widowed or 
Divorced 

1940 48.5 36.4 15.1 
1944 40.9 45.7 13.4 
1947 37.9 46.2 15.9 
1950 31.6 52.1 , 16.3 
1955 25.2 58.7 16.0 
1960 24.0 59.9 16.1 
1965 22.8 62.2 15.0 
1968 22.1 63.4 14.6 
1969 21.7 63.9 14.4 
1970 22.3 63.4 14.3 
1971 22.7 63.1 14.2 
1972 22.7 63.0 14.3 
1973 22.3 63.0 14.2 
1974 23.3 62.3 14.4 
1975 23.1 62.5 14.4 
1976 24.0 61.8 14.2 
1977 24.1 61.3 14.8 
1978 24.9 60.0 15.0 
1979 25.6 59.7 14.7 

Abstract of the United States: 1980 (101st edition), 
Washington, 1980, p. 402. 

Increasingly women are making basic choices between their 

homemaking roles and their job related roles. Historically, 

they have given preference to the former (12). While social-

ized to make that choice there have been factors more recently 

making the various decisions involved more complex. The 

resulting conflict between home and job roles has resulted in 
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greater pressure and frustration personally for women and 

dissatisfaction on the job. 

Persistence of Sex-role Stereotypes 

Sex-role stereotypes seem to remain deeply engrained 

in our society despite a cosmetic social climate creating 

an illusion of change (3). Many investigators, noting these 

stereotypes, attest to the belief that they are widely held 

(11), and persistent (6). Sex-role stereotypes continue to 

be held by a large and relatively varied sample of the popu-

lation, are incorporated into the self-concepts of both men 

and women (3) and are approved of and idealized by signifi-

cant portions of our society (5). 

However, words often carry strong symbolic significance. 

Women in some quarters seem to be exchanging stereotypic 

role labels for alternatives more expressive of comparable 

status and ability with men. As women increasingly consider 

themselves equals with men they tend to influence others of 

their gender to feel the same. 

Labels, once attached and internalized can become self-

fulfilling prophecies as the Rosenthal or Phgmalion effect 

takes hold (16, 17, 18). If women label themselves "quali-

fied" for example, they will come to believe and behave accord-

ingly. In particular, it has been suggested that well-educated 

women, strongly desiring meaningful work, may be frustrated 

by the lack of opportunity to enter the job market in mana-

gerial, professional, or administrative roles (24). 
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Breakdown of Traditional Belief 

Frederick Herzberg has suggested that individuals 

sustain their existence and transcend their routine lives 

through the fabrication of various illusions. In America, 

he asserts, the major commonly held traditions or systems 

of belief have broken down leading to disillusionment and 

dissatisfaction (14). 

More specifically, religious beliefs have come under 

increasing attack. National belief has been shattered through 

the press of Viet Nam and the blow of Watergate. Even the 

belief in "American ingenuity" and the economics of "every-

thing must get better" is being destroyed by inflation and 

turmoil abroad. 

Alienation 

Increasingly workers feel separated from the product 

of their labor. For women, some offices are no less special-

ized in their division of labor and specialization of tasks 

than an assembly-line. Emile Durkheim wrote of the dysfunc-

tional aspects of assembly-line division of labor before such 

production methods become common (4). Couple division of 

labor with centralized decision making and individuals feel 

out of touch with their work and dissatisfied. 

Increased Awareness 

Increased opportunity for education and exposure to the 

media seem to have increased worker awareness and resulted in 

raised expectations. 
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As a result of these various influences it would seem 

reasonable that women may have become more sensitive to 

their individual work situations. With sustained affluence 

they, perhaps, have become more discriminating in job factors 

they find important and critical of work situations to which 

they are exposed. 

Purpose of the Study 

This study was designed to explore work related pref-

erences and perceptions of female undergraduate business 

students. Specifically relating to students anticipating a 

new employer following graduation, it examines the pref-

erences, if any, held for various desired job factors. 

Similarly, it considers the relative optimism felt by those 

students toward their new job situations. Such a study 

appears to be a logical extension of those examining per-

ceptions of equity, compensation practices, and other 

potential sources of employee dissatisfaction. 

Scope of the Study 

Undergraduate female business majors were utilized 

for this study. They were limited to those students who 

are U.S. citizens and were anticipating beginning work with 

new employers following graduation. Only business majors 

at North Texas State University in Denton, Texas were 

included. 



13 

Justification 

In light of the above discussion it would appear that 

a study of student attitudes toward and expectations of 

initial job experiences following graduation would be signi-

ficant. Three reasons, perhaps, are mot prominent. 

Legality 

One stubborn issue has been the emergence of various 

governmental devices to remedy inequities between the sexes 

and various ethnic groups in the workplace. 

Assuming that there is a continued emphasis on affirma-

tive action, there would be ample reason to understand female 

attitudes toward their work and preferences for various job 

factors and rewards from that work. 

It is also valuable to understand nuances of job factor 

preferences, if any, that are shared by various demographic 

groups. 

Preferences for Work Roles 

If, as it has been pointed out above, females measure 

their self worth, in part, by community held standards, and, 

if the homemaking role is held in lower esteem than the work 

role, then it would follow that many women would want to 

participate to varying degrees in the work force. If women 

find they are not rewarded fairly for their work, or are 

thwarted from participating as fully as they would like, dis-

satisfaction may ensue. 
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Turnover 

Job dissatisfaction as it relates to turnover has been 

the subject of at least 3,350 articles, books, and disserta-

tions (10). Although no specific dollar figure has been 

attached,one might speculate that the turnover costs, in 

both economic and human terms, are very high. 

In one report it was suggested that dissatisfied workers 

were from 14 per cent to 42 per cent more likely to change 

employers and that job dissatisfaction is more likely to lead 

to turnover among younger than older workers and among blacks 

than whites (1). 

On the surface it would appear that men are more likely 

to reflect dissatisfaction with the job than women. However, 

this is not always the case, and, indeed, in the black com-

munity the opposite has been reported (1), indicating differ-

ences among women from various racial or ethnic backgrounds. 

Women are entering the work force for as many reasons 

as there are individuals. Each has one thing in common with 

all the others—particular desires relative to what her job 

should be like. More specifically, each has various pref-

erences for rewards from her job. The degree to which each 

finds most nearly what she desires or can ultimately accom-

modate in her job situation will determine the satisfaction 

with the job. 

It is increasingly necessary to understand what females 

want from their work situations to assimilate them as 
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efficiently as possible into the work force. Thus, this 

study might reasonably suggest three hypotheses. 

Hypotheses 

Hypothesis I 

There is no difference in respondent preferences for 

various job factors among different demographic groups. 

Hypothesis II 

There is no relationship between respondent preferences 

for various job factors and the level of expected satisfaction 

to be derived from those same job factors. 

Hypothesis III 

There is no relationship between respondent preferences 

for various job factors and the level of expected satisfaction 

to be derived from those same job factors. 

Organization of the Study 

The study is arranged into five chapters. Chapter I 

serves as a general outline and introduction. Chapter II 

contains a review of related material. Research design is 

related in Chapter III. Findings gathered from the data 

are found in Chapter IV. Summary and conclusions are in 

Chapter V. 
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CHAPTER II 

DIFFERENTIAL PERCEPTIONS OF EQUITY 

To this point consideration has been given to various 

sexual and socio-economic factors which may be affecting 

evaluative perspectives among females in the work force. 

Equity Theory may be a descriptive point of departure to 

enhance the understanding of those various attitudes among 

females. 

Introduction 

Involving intrinsic as well as extrinsic rewards, an 

individual's job not only provides a means of acquiring 

goods, but it also is a source of achievement and recogni-

tion. Similarly, formal compensation policies and practices 

symbolically affect a wide spectrum of higher order needs 

such as achievement and sense of self-worth (44). 

It is significant, then, when an individual joins an 

organization, to realize that decision implies tacit as well 

as actual contracts between the individual and the organiza-

tion. An employer designs a formal input-output ratio that 

will attract a certain type of employee. Once this ratio 

is mutually adopted it becomes a reference point or "bench 

mark" for the new employee (77, p. 173). If, over time the 

individual perceives himself as fairly or equitably treated 

19 



20 

he is more likely to be satisfied with his employment situa-

tion. This is significant because of the instrumental role 

that money, for example, provides in the service of other 

personal goals (44). 

A person evaluates rewards gained from organizational 

membership and participation by comparing input-outcome 

ratios (2). Input represents the effort one puts into a job 

as well as personal assets such as age, education, and skill. 

Outcome refers to the reward that is evaluated. An individual 

compares his own input-outcome ratio with the input-outcome 

ratio of a significant referent and is most satisfied when 

those ratios are in balance. Satisfaction comes not only 

with the pay itself, but from enhanced positive feelings of 

recognition, achievement, and self—esteem. Conditions of 

imbalance (overpayment and underpayment) between one1s input-

outcome ratio and the referent input-outcome ratio lead to 

feelings of dissatisfaction (47). Numerous studies have 

reported the significance of intra-organizational pay com-

parisons (40, 55, 64, 83, 112). 

The process of evaluating outcomes such as pay is both 

complex and dynamic. It is complex in that individuals carry 

with them a wide range of constantly changing standards with 

which to evaluate their own input-outcome ratios. As well, 

individuals differ with respect to referents they might 

select. The process of evaluation is dynamic in the sense 

that there is an infinite number of changing circumstances 
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that can potentially trigger the evaluation process within 

an individual. Further, information the individual gathers 

concerning significant referent input-outcome ratios may 

change the nature or character of the ratio between a per-

son s inputs and outcomes and those of other referents (47) 

Equity Theory 

Equity Theory is rooted in the initial work of Festinger 

(38) and Homans (55). In essence Equity Theory maintains that 

persons have individual concepts, personally held, of what 

constitutes fair, just, and equitable return for their labor 

(1). They determine equitable return by comparing the rela-

tive value they place on their inputs with their outcomes 

similarly valued. Further, Equity Theory contends that per-

sons who perceive themselves as being in an inequitable 

position in relation to another, whether outcomes are greater 

than "deserved" (overpayment) or lesser (underpayment), will 

seek to reduce that inequity or compensate for it. 

Cognitive Dissonance 

Festinger (38) theorized that individuals strive toward 

consistency within themselves. Accordingly, each tries to 

maintain homeostasis among cognitions, with cognition being 

defined as knowledge one has about himself, his behavior, 

and his environment. Cognitive dissonance occurs when a 

person's cognitive elements are out of balance. 
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Cognitive dissonance is ever present within individuals, 

but in varying degrees (38). The magnitude of that disso-

nance is a function of the relative importance attached to 

the various cognitive elements in question. 

Festinger, while establishing an initial framework for 

future thought concerning perceptions of equity, did not 

speak directly to the issues involved in perceptions of pay. 

Allocation of Reward and Penalty 

Homans' (55) concept of equity is essentially a social 

exchange theory predicting feelings of equity between those 

exchanging foods and services. Equitable return, for 

Homans, realized when an individual's "investments" are 

equal to his "profits" (55). Investments, or input, may 

include such factors as age, seniority, skill, and effort 

in varying proportions at any given time. Profits, similar 

to outcome, are rewards minus costs. Rewards may include 

pay and a variety of need satisfactions, while costs may 

encompass negative job aspects such as boredom, discomfort, 

and other dissatisfactions. Equity would be achieved when 

the ratio of profits to investments for a given person was 

proportional in his mind to the same ratio for a significant 

referent individual. 

Related Theories 

Various equity related theories have been advanced by 

Jacques (58), Patchen (88), and Adams (2). Jacques, focusing 
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directly on salary and its relationship to equity, uses the 

time span of discretion, which describes job scope and 

responsibility in terms of time before errors are detectable, 

as the individual's reference point. Adams and Patchen 

attempt to incorporate both job factors and social comparisons 

into their models. 

Patchen. Patchen states that a person makes judgments 

about his compensation situation based upon two ratios: 

(1) my pay compared to others' pay and (2) my position on 

dimensions relative to pay compared to others' positions on 

dimensions relative to pay (88). If the ratios are equal 

in favor of the individual making the judgment, greater 

satisfaction is predicted to ensue. Subsequent studies have 

lent some support to his views (7, 65, 89). 

Adams. Adams (2) along with his associates Rosenbaum 

(5) and Jacobsen (4) dealt with inequity rather than equity 

P e r se« It w a s postulated that inequity exists when "inputs" 

not balanced with outcomes. Inputs, for Adams, represent 

Homans1 investments while outcomes correspond to rewards. To 

Adams, pay inequity for a given employee would exist when the 

ratio of pay to inputs were not equal to the same ratio for 

others. 

Research Findings 

Numerous laboratory studies based on Equity Theory models 

have focused on its tenets and found supporting evidence (10, 
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80, 122). A few field studies have been undertaken with less 

than conclusive results (40, 112, 123). Laboratory study has 

provided tentative evidence that persons tend to adjust inputs 

to resolve what they perceive as inequitable outcomes. 

Studies focusing specifically on overpayment or under-

payment situations seem to lend support to Equity Theory. 

Underpayment. Studies exploring underpayment have been 

more productive, in general, than those related to overpay-

ment. Two reviews of the literature (48, 92), verifying 

research on underpaid subjects, supports the tenets of the 

Equity model. Underpayment of hourly nonexempt persons, for 

example, tends to cause a decrease in inputs as a means of 

equalizing the ratio of inputs to outcomes. Underpaid piece 

rate workers tend to produce a larger quantity of lower 

quality goods to compensate for similar circumstance (3). 

Overpayment.—Results from studies relating perceived 

equity to overpayment, specifically, have been mixed. Some 

researchers have questioned their results in general and 

their methodologies in particular (2, 47, 92). 

Negative effects of overpayment may not be so readily 

apparent as underpayment (111), for very few persons perceive 

themselves as being paid "more than they are worth." There 

are mixed opinions concerning which, overpayment or under-

payment, results in the greater dissatisfaction. Tannenbaum 

and Kuleck conclude " . . . overcompensation will ordinarily 
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be associated with less dissatisfaction than will an equal 

magnitude of undercompensation" (111). Morse (83) and Katzell 

(62) seem to contradict that notion as does Adams (2) who 

further suggests that the reaction threshold to overpayment 

is different from that of underpayment. 

It is interesting to note that Adams (3) found that 

when subjects felt overpaid they tried to improve their work 

quality and often as a result lowered their quantity of pro-

duction. In other words, to resume a balance between input 

and outcome they became so conscious of their final product 

as to lower their production rate. 

Sexual Differentials 

To this point evidence has been presented to show that 

there appear, often, differential perceptions of equity 

between individuals when evaluating their work situations. 

In this section additional studies will be examined that may 

shed a causal light on what influences differential judgments 

made by females as well as their particular perceptions of 

equity. 

Role of Comparison Person 

One study utilizing student subjects appears to indicate 

tnat when an individual compares his own input—outcome ratio 

the sex of that referent influences the individual's perception 

of equity (26). 
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Deaux and Emswiller (26) like Feather (34, 35) found a 

tendency for women to make lower estimates of their antici-

pated performance than do males. Men anticipate greater 

success than the person they evaluate on either a masculine 

or feminine task. Women predict a higher score for them-

selves only on the feminine tasks, while allocating themselves 

substantially lower scores on masculine tasks (26). 

Terborg (113) on the basis of the "Women as Managers 

Scale which identifies and measures stereotypic attitudes 

toward women managers, indicates that females express greater 

partiality toward women as managers than do males, career 

oriented women having the most favorable attitudes. Women 

reverse position, however, upon attainment of high status 

positions perhaps because of viewing other women as compe-

titors—a phenomenon Terborg labels as the "queen bee" 

syndrome (40). 

Socialization and Sex—role Stereotypes 

One study has concluded that perceptions of equitable 

outcome were related to an individual's own intelligence 

level, social and religious values, as well as quantitative 

aptitude (11). If this is true and eventually verified in 

field study, it might yield an explanation for differential 

perceptions, for a number of studies contend that an indi-

vidual's perception of equity is based on internal, socially 

derived standards of input—outcome balance rather than on a 
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particular comparison psrson as has already besn suggested 

above and amply documented elsewhere (9, 47, 68, 81, 119, 123) 

Numerous investigators have confirmed the existence of 

sex-role stereotypes. Lunneborg (74) and Seward (102) have 

noted how widely these stereotypes are held in society. 

Fernberger (37) has noted the persistence of these beliefs 

while Komarovsky (67) as well as M.cKee and Sherriffs (79) 

have noted their highly traditional nature. "Despite the 

apparent fluidity of sex-role definition in contemporary 

society as contrasted with the previous decades, our own 

findings to date confirm the existence of pervasive and per-

sistent sex-role stereotypes" (15). 

Bolton and Humphreys suggest that there are countless 

stereotypes about women, four of which may be more common or 

prevalent: (1) women work for money alone, (2) women are 

not committed to their jobs and regard them as temporary, (3) 

women are not suited emotionally or intellectually for jobs 

traditionally held by males (4), and women cannot coordinate 

careers with family demands. Long and effective socializa-

tion processes have resulted in creating and perpetuating 

these attitudes (14). 

Hartley (50) has suggested that a mother's employment 

history and status can minimize a daughter's perception of 

sex-role related behavioral differences. When a mother has 

an extensive work history it increases the likelihood her 

daughter will combine marriage and a career (94). 
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Gould (49) and Hartley (52) report that males have been 

raised to believe that the size of their paychecks is direct 

reflection of their personal worth. Men seem, over all, more 

concerned with making a lot of money and seem to place greater 

emphasis on security, advancement, fringe benefits, and com-

pany reputation. Conversely, women appear to show greater 

concern for the type of work and working conditions (61), not 

having been socialized like men (49). They seem to show 

^^^^ter concern for the human relations aspects of work situa-

tions and are considerably less interested in advancement or 

security (29). As a result, females are thought to have lower 

wage expectations, everything else being equal, because they 

are conditioned to (1) choose lower paying occupations, (2) 

expect greater difficulty in finding a job, and (3) expect 

some wage discrimination (15). 

Women have described themselves as waiting to be chosen, 

hesitant, often feeling conflict and confusion about their 

own goals, and reluctant to take risks (53). 

Traditionally, psychologists have rarely questioned sex-

roles, accepting them as essential to personality development 

and function (15). They have been unquestioned, incorporated 

into the self-concepts of both men and women, considered 

desirable by college students, healthy by mental health pro-

fessionals, and ideal by both men and women (15). 
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Predominance of Male Characteristics 

Characteristics typically ascribed to men such as com-

petence, rationality, and assertion (15) are more positively 

valued than traits commonly ascribed to women (30, 37, 63, 

105, 120) such as warmth and expressiveness (15) 

There are indications that women incorporate the "nega-

tive" aspects of what is conceived typically as feminine 

traits (incompetence, irrationality, passivity) into their 

s elf - c o n c ePts, along with the more positive traits assigned 

to their gender (15). 

A differential attitude toward participant characteris-

tics has been noted in the recruiting process. Recruiters in 

a study reported by Cohen received job descriptions desig-

nated as male or female oriented along with applicant names 

and equal qualifications. In making hire/no hire decisions 

on the basis of male or female job congruence, it was found 

that " . . . females were substantially more acceptable than 

males when applying for a female oriented job, but consider-

ably more unacceptable for the male oriented job" (21). 

Both boys and girls between six and ten years express 

greater preference for masculine things and activities than 

for feminine (114). Similarly, between five and twelve times 

as many women than men recall having wished they were of the 

opposite sex (114). As adults, mothers of daughters only are 

happier about a new pregnancy than are mothers of sons (100). 
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Investigators have also found that the interval between 

the birth of a first child and conception of a second is 

longer when the first child is a boy than when it is a 

girl. The likelihood of having a third child is greater if 

the first two children are both girls than both boys. 

Elman, Press, and Rosenkrantz (32) and Fernberger (37) 

as well as McKee and Sherriffs (79) have suggested that the 

existing stereotypic differences between men and women are 

approved of and even idealized by segments of our society. 

Investigators (13, 51, 75), however, have expressed concern 

over possible detrimental effects of sex-role standards upon 

the full development capabilities of men and women. Men and 

women incorporate both positive and negative stereotypic 

traits into their role concepts. Since more feminine traits 

are negatively valued than are masculine traits, women tend 

to have lower self—concepts than do men. The tendency for 

women to denigrate themselves in this manner can be seen as 

evidence of the powerful social pressures to conform to the 

sex-role standards of the society (15). 

Here it might tentatively be suggested that women acquire 

a unique evaluative perspective compared to men. Influences 

of socialization on the female working force are not always 

apparent. One might surmise that should educational programs 

and social mores continue toward greater similarity in the 

treatment of male and female children, perceptions may change 

accordingly. 
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In sum, there appears to be strong evidence that supports 

the belief that an individual's perceptions of equity are 

based upon socially derived standards of equity (9, 47, 81, 

123). If our speculations concerning socialization of females 

in our society have merit, we might logically conclude, then, 

that females would have, as a group, internalized standards 

of equity unique to their gender. 

Socio-economic Status 

Perceptions of inequity are affected by differentials 

in current pay level of an employee and, more importantly, 

for our discussion here, his earnings potential (54). Socio-

economic Status (SES), as conceived by Davis (25) , is a 

summation of family income, occupation of the head of the 

household, and father's education. SES is correlated with 

academic achievement (69) and intelligence (85) thus having 

a direct relation to one's earnings potential. 

The importance of personality factors in vocational 

choice is well established (96, 107, 110, 115). Work values 

formulated in childhood family situations tend to stabilize 

in adolescence (45). In a study of work adjustment it was 

concluded that people take their early experiences and atti-

tudes with them to their jobs and react to their work accord-

ingly (43) . 

Culturally Disadvantaged and Alienated 

One study has indicated that culturally disadvantaged 

groups differ from relatively more advantaged groups with 
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respect to their strength of desire or valences for certain 

job outcomes and their expectances concerning whether effec-

tive job performance leads to certain job rewards (8). More 

specifically, disadvantaged groups often have greater valence 

for high salary and secure employment than do corresponding 

advantaged groups (8) . Social needs seem to be more pro-

nounced among the advantaged (8). 

Whether realistic or not, the perceptions of culturally 

disadvantaged individuals may be such that they see no 

relationship between excellence in their work and desired 

rewards such as advancement, recognition, security, and so 

forth. Arvey and Mussio (8) after interviewing two hundred 

sixty-six clerical employees in civil service found that 

50 per cent of the disadvantaged persons indicated that 

effective performance would certainly not or probably not 

lead to advancement. In comparison, only 38 per cent of 

advantaged respondents had similar feelings. 

These findings would seem to find credence in the expec-

tancy-valence orientation of Vroom (86). One might define 

expectancy as a momentary belief concerning the likelihood 

that a particular act is followed by a particular outcome. 

Alternatively, valence essentially refers to the desirability 

of or preference an individual has for a particular outcome. 

Pragmatically, these findings are particularly applicable 

when consideration is given to organizational change, perhaps, 
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through the use of reward systems. Tannenbaum and Kuleck 

(111) have pointed out that change programs increasing 

aspiration for reward and rewards themselves both at the 

same rate will result in increased satisfaction even though 

the interval between reward and aspiration for reward remains 

unchanged. "Increasing aspirations at a faster rate than 

reward, however, may not lead to satisfaction; it may lead 

to dissatisfaction, depending upon how much the increase 

in aspiration exceeds the increase in reward" (111). 

Tannenbaum and Kuleck (111) along with Hulin and Blood 

(57) believe that when beamed toward alienated persons, job 

enrichment and or participative schemes on the part of manage-

ment will be counterproductive unless those programs coincide 

with an increase in aspiration level of the participants. 

Work Value Differentials 

The University of Maryland found relationships between 

certain family background characteristics and the job values 

of college undergraduates (87). Centers (19) found signifi-

cant differences in work values among persons from various 

social strata; the higher groups emphasized the opportunity 

for self-expression and leadership while lower groups stressed 

security and the desire for independence. On average, women 

professionals (doctorates, economists, managers, scientists) 

have a higher socio-economic background than their male 

counterparts (109). MacArthur (78) found significant differ-

ences in attitudes toward work between college students from 



34 

upper- and middle-class homes. Porter (91) found the prestige 

level of the father's occupation was related to vocational 

planning and preferences of high school boys. 

Work-value differences may be partly attributable to 

differences in family orientation (121). An emphasis on mate-

rial things in the home, for example, has been associated 

with the importance of pleasant working conditions (87). 

Those seeking prestige and responsibility in their jobs 

are most likely to come from families that emphasized social 

activities, independence, and culture (87). Persons from 

families with a history of several household moves seemed to 

have similar ideals (20). 

Chambers (20) , MacKinnon (7 6), and Scott (104) , seem 

to associate creativity with less discipline in the home, 

less closeness among family members, and fewer rewards from 

family for community interaction with Boy Scouts or Little 

League for instance. 

The materialistic, well-to-do, disciplined family which 

tends to emphasize religion and aspire for close friends may 

affect its offspring toward a greater emphasis on monetary 

compensation and benefits (87). 

Work values and job selection.—Little conclusive 

evidence is available related to those factors which gradu-

ates feel are of importance in job selection. Table VII is a 

summary of six studies where graduating seniors ranked job 

factors in their personally preferred order of importance. 



35 

Job Factors receiving the highest rankings were what 

might be termed intrinsic rewards (interesting work, advance-

ment opportunity, working with people, freedom in the work 

place, opportunities for self-development). Lower rank was 

given to extrinsic factors (salary, job security, benefits, 

and physical working conditions). 

Davis, polling students, found 56 per cent desired 

working with people rather than things. Women ranked this 

same factor higher than men. Male graduates along with 

students of larger cities, higher socio-economic status, and 

lower grade point averages, ranked salary higher in order of 

preference than other groups (25). 

Academic performance and work values.—In comparing honor 

students with regular students, Paine (86) provided fifty job 

factors for ranking. Honor students gave significantly higher 

rankings to four intrinsic job factors: self-development, 

agreement with organizational objectives, quality of work, and 

freedom on the job. Conversely, their classmates ranked thir-

teen extrinsic factors higher including salary increases, 

promotion, steady employment, security benefits, bonus and 

stock options, vacations, physical working conditions, and 

not having to work too hard. 

Webb (118) examined job values of those students with a 

grade point average in the 1.5 to 2.7 range with students 

having averages in the 2.8 to 4.0 range. Three extrinsic job 
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Advancement Opportunity- 3 4 2 1 2 
Benefits 7 9 7 12 8 
Change in Draft Status 10 
Community Size and Kind 6 11 
Company Reputation 7 9 6 
Freedom in the work place 1 5 
Geographic Location 5 5 8 9 
Good Boss 8 
Industry Prestige 13 10 
Interesting Work 1 1 1 2 1 
Job Security 8 2 7 5 
Position Title 4 
Salary 4 3 1 10 
Self-Development 2 5 11 
Size of Company 8 10 
Travel and Recreation 9 14 
Vocational Training 6 3 6 3 3 7 
Work Conditions 4 5 4 
Work with People 3 
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values (job, security, fringe benefits, and salary) were 

clearly ranked higher by students in the lower group. Two 

intrinsic factors (freedom and self-development) were ranked 

higher by students within the higher grade range. A study 

by a Harvard Business School research team in 1972 has similar 

results (117). 

Collegiate major and work values.—The image a college 

major or occupation holds for students plays a role in major 

selection. One College Placement Council study reported the 

most respected fields of study were pre-medical, engineering, 

pre-professional, pre-legal, and science. Among forty-nine 

potential majors, business fields had a moderate to poor 

showing with business seventeenth, accounting eighteenth, 

economics twentieth, marketing twenty-fifth, management twenty-

seventh, and secretarial forty-sixth (23) . 

The National Opinion Research Center (NORC) (24) has 

found correlations between grade point average and the selec-

tion of respected or "high performance" fields of study. 

Highly respected career fields were defined as physical 

sciences, biological sciences, social sciences, humanities, 

fine arts, law and medicine. These same fields received the 

highest status rankings in the College Placement Council 

study (23), suggesting a relationship between grade point 

average, selection of high-performance fields of study, and 

the preferences for intrinsic work values. 
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Unfortunately, the student with the high grade point 

average is encouraged to enter the more technical fields. 

In so doing, he is most likely placed on a collision course 

with job dissatisfaction, because the student with high 

grades usually prefers intrinsic job values which are unlikely 

to be satisfied in most technical positions (28). 

Business students and work values.—Just as students 

from each particular college within a university have images 

of a business career peculiar to their discipline, business 

students also have unique work values compared with other 

departments. Business students are reported to desire a high 

degree of self-expression in addition to a high level of 

rewards in their careers (46). Business students aspire to 

exercise leadership qualities. They have expectations that 

the job of a business executive will be challenging and 

interesting. By contrast, engineers seek originality and 

perceive the job of a business executive to be less desirable 

(22) . 

Business students have been found to be significantly 

more concerned with salary (72) and advancement (12, 72). 

Research indicates business students to be more independent, 

to possess a higher tolerance for ambiguity, and to be more 

nonauthoritarian than students who choose the high-performance 

fields of science engineering and medicine (33). 
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Equity and Turnover 

At this point, attention will be focused on the rela-

tionship between Equity Theory and Turnover. In particular, 

exploration will be made of Equity Theory and its potential 

explanatory value in understanding turnover. 

It would seem reasonable, in light of what has been 

said to this point, that the nature of the "fit" between a 

student's work expectation and reality would have direct 

relation to the length of employment with a particular firm 

(41). The attitude a new worker takes to the work place 

often determines the attitudes others take toward him. In 

part, one tends to get from a situation what he expects. 

Among administrative, professional, and clerical per-

sonnel, Ronon (97) has found that salary is a major reason 

for individuals leaving an organization. Field studies have 

confirmed the notion that turnover may be one method employees 

utilize to alleviate perceived inequity (18, 112). "Individuals 

who overestimate psychic income, are more likely to make an 

initial move than individuals who underestimate it" (6). When 

expectations, whatever they might be, are not substantially 

met, his inclination to withdraw increases (90). As a last 

resort, some employees withdraw as the only perceived escape 

from inequity (103). 

With respect to females in particular, the larger the 

expected reward, the more likely they will leave an enterprise 

within a relatively short time period. Federico, Federico, 
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and Linquist interviewed ninety-six voluntarily terminated 

females from the San Diego Naval Federal Credit Union. In 

the organization there was no provision for longevity incre-

ments. Increases in salary were a function of performance 

only. The likelihood one would terminate seemed to decrease, 

the closer achieved salary approached expected salary (36). 

This seems to support Porter and Steers (90) and substanti-

ates studies of Hulin (56), Knowles (66), and Saley (99). 

Ward and Athos concluded after interviewing students five 

years out of school that those who had become job changers 

expected less pleasant surroundings in the work place, less 

team spirit, and less security in their jobs. More often 

than others, job changers felt they were going to be paid less 

than they were worth (117). "It may well be that what is 

significant is not the absolute amount of the salary, but 

rather the feeling trainees have as to the appropriateness 

or distributive justice represented by the salary they receive. 

Apparently recruiters can ignore such feelings only at the 

peril of rapid turnover" (.117) . 

Women, having a fair amount of family responsibility 

which we might define as a combination of woman's age, number 

of children, age of the youngest child, and marital status, 

may remain on a particular job longer in order to meet their 

respective perceived obligations (36) . There seems to be an 

inverse relationship between the age of a female worker and 

turnover (36, 39, 82, 84, 95, 106). 
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CHAPTER III 

RESEARCH DESIGN AND METHODOLOGY 

This study was designed to determine the relationship 

between age, race, major course of study, grade point average, 

marital status, whether one planned maintaining a full-time 

career or working part-time or intermittently to supplement 

a spouse's salary, and the amount of cumulative full-time 

work experience of students and their perceived job values 

and expectations. 

The primary data for this study were obtained by ques-

tionnaires, each with three sections. Section I collected 

demographic background information in the categories mentioned 

above. Section II measured the preference students had for 

various job factors. Section III ascertained the expected 

satisfaction of females in their new places of employment 

relative to those job factors. 

Selection of Demographic Background Factors 

As summarized in Chapter II, the literature of the 

field was surveyed in order to identify those demographic 

factors most appropriate to this study. 

Two categories, in particular, did not evolve from a 

direct reading of the literature: Major Course of Study and 

whether following graduation a female anticipated maintaining 
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a full-time career or would work part-time or intermittently 

to supplement a spouse's salary. 

Respondents were grouped into fourteen major field 

classifications corresponding to those fields currently pro-

vided by the College of Business at North Texas State Univer-

sity. An additional, or fifteenth, classification of "other" 

was provided to compensate for individuals who may have come 

into the program under an older catalog and might be unable 

to identify their particular fields under current groupings. 

Selection of Job Factors 

After a search of the literature as summarized in 

Chapter II twenty job factors were selected for this study. 

Identical lists were drawn up for both Sections II and III of 

the questionnaire. Using various descriptive terms, the valid-

ity of the job factors had been demonstrated in studies by 

Behling and Rodkin (1), Janz (4), Johnson and Simonsen (3), 

Deunk (4), Rosles (7), Bunin and Adegaard (2), and Webb (9). 

To differentiate between reward systems the categories 

"reward based on seniority" and "reward based on merit of 

productivity," were included. The list of job factors 

finally included advancement opportunity, fringe benefits, 

community size and kind, company reputation, freedom in the 

work place, geographical location, good boss, industry pre-

tige, interesting work, job security, position or title, 

pay (absolute amount), reward based on merit or productivity, 
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reward based on seniority, size of company, travel and recrea-

tion, vocational training, working conditions, work with 

people, and the work itself. 

Procedure of the Study 

The sample for this study consisted of junior and senior 

female business majors from the College of Business at North 

Texas State University. Only those anticipating a new employer 

following graduation and citizens of the United States were 

included. 

In developing the questionnaire for this study one pri-

mary concern was that of obtaining an accurate thoughtful 

response. 

There are many factors that influence the per-
centage of the returns to a questionnaire. Among 
the most important are: (1) the sponsorship of the 
questionnaire; (2) the attractiveness of the question-
naire format; (3) the length of the questionnaire; 
(4) the nature of the accompanying letter requesting 
cooperation; (5) the ease of filling out the question-
naire and mailing it back; (6) the inducements offered 
to reply; (7) the nature of the people to whom the 
questionnaire is sent. Attractively designed question-
naires that are short, easy to fill out. simple to 
return, sponsored by a group with prestige, and pre-
sented in a context that motivates the respondent to 
cooperate are most likely to be returned. However, 
even under the best circumstances a sizable proportion 
do not return questionnaires. The people who do return 
them are usually the less mobile (and thus the more 
likely actually to receive the questionnaire), the 
more partisan section of the population (8). 

In order to provide for thorough response students were 

reached through classroom contact. Only courses having junior 

or level standing as an enrollment requirement were used, 
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principally Principles of Management and Business Policy 

(open to graduating seniors only). Class rolls were cross 

checked to prevent duplication of responses. 

The questionnaire, which had been pretested by 100 

students, gathered selected demographic background informa-

tion in addition to Likert-like scale rankings of preference 

for job factors as well as expected levels of satisfaction 

with those same job factors in the new employment situation 

following graduation. 

Because there is some question that the ranking method 

adequately differentiates between items in mid level ranks 

a Likert-like scale extending from 1 to 7 was used in Section 

II to measure preference for various desired job factors. 

Lower numbers represented low importance while higher numbers 

represented more importance. This procedure was used effec-

tively in previous job studies at the University of Maryland 

(6) . 

To determine the relative degree of optimism females 

attached to their anticipated jobs an identical job factor 

list was provided in Section II. A second Likert-like scale 

was provided for respondents. Lower numbers in the range 

from 1 to 6 indicated greater expected dissatisfaction with 

a particular job factor in their new employment situation 

while higher numbers indicated greater expected satisfaction 

and thus, by inference, optimism. 
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Professors teaching upper division courses, principally 

Principles of Management and Business Policy were asked at 

random to distribute the questionnaire to their classes. 

For those able to cooperate a packet of questionnaires and 

instructions to be read to respondents was provided. Profes-

sors chose any convenient class period for distribution. 

From those distributed, 397 females, business majors of 

junior or senior standing, who were citizens of the United 

States responded. Of that group 253 were expecting to enter 

a new or different job with a new employer following gradu-

ation. It was this later group that was analyzed. 

Secondary Research 

Secondary research consisted of a survey of the litera-

ture in order to provide background and supporting information 

to support the objective of the study. 

Testing the Hypotheses 

When data had been gathered they were crosstabulated 

with appropriate demographic background factors, distributions 

were determined, and Chi Square and Spearman rank correlations 

were computed. 

Hypothesis I stated, There is no difference in respon-

dent preference for various job factors among different 

demographic groups. Each response to various desired job 

factors in Section II was crosstabulated with age, race, major 

course of study, grade point average, whether respondents 
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anticipated maintaining a full-time career or working part-

time or intermittently to supplement a spouse's salary, and 

the amount of cumulative full-time work experience. Distri-

butions were determined and Chi Square was computed. 

Hypothesis II stated, There is no difference in respon-

dent preference for various job factors and the level of 

expected satisfaction to be derived from those same job 

factors. Each response to various expected job factors 

which were located in Section III was cross-tabulated with 

age, race, major course of study, grade point average, whether 

respondents anticipated maintaining a full-time career or 

working part-time or intermittently to supplement a spouse's 

salary and amount of cumulative full-time work experience. 

Distributions were determined and Chi Square was computed. 

Hypothesis III stated, There is no relationship between 

respondent preference for various job factors and the level 

of expected satisfaction to be derived from those same job 

factors. A Spearman rank correlation was computed for each 

individual desired job factor in Section II and its counter-

part among expected job factors in Section III. 
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CHAPTER IV 

ANALYSIS RESPONSES 

A total of 397 women reported who were junior or senior 

level business majors and citizens of the United States. Of 

those, 253, or 61.7, per cent were anticipating beginning 

work with a new or different employer following graduation. 

Because of the nature of this inquiry only the 253 responses 

were analyzed. 

Population Profile 

The mean age of females responding was 21.7 years; ages 

ranged from 18 to 37 (see Table VIII). The modal age was 21, 

with 76 responding in that age group. 

TABLE VIII 

PROFILE OF FEMALE JUNIOR AND SENIOR 
BUSINESS MAJORS BY AGE 

Age n % 

18 5 1.6 
19 15 5.9 
20 50 23.7 
21 76 30.0 
22 56 22.0 
23 15 6.0 
24 3 1.2 
25 7 2.8 
26 2 0.8 
27 0 0.0 
28 1 0.4 
29 4 1.6 
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Age n % 

30 3 1.2 
31 2 0.8 
32 1 0.4 
33 0 0.0 
34 2 0.8 
35 1 0.4 
36 0 0.0 
37 1 0.4 

Total 253 100.0 

Table IX shows that 81.8 per cent of respondents were 

white, 15.4 per cent were black, 0.8 per cent were .American 

Indian, Eskimo or Aleut, none was Asian or Pacific Islander, 

1.6 per cent were of Spanish origin and 0.4 per cent reported 

their race as "other." 

TABLE IX 

PROFILE OF FEMALE JUNIOR AND SENIOR 
BUSINESS MAJORS BY RACE 

Race n Q. "6 

White 207 

00
 •
 

i—1 
00
 

Black 39 15.4 
American Indian, Eskimo, or Aleut 2 0.8 
Asian and Pacific Islander 0 

o
 • 
o
 

Spanish Origin 4 1.6 
Other 1 0.4 

Total 253 100.0 
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Table X reports a broad range of professional interests 

among female business majors. Ranked from greatest to fewest 

responses were: (1) marketing, (2) management, (3) other, 

(4) accounting, (5) personnel and organizational behavior, 

(6) personnel and industrial relations, (7) information sys-

tems, (8) finance and fashion marketing with ten responses 

each, (9) general business, (10) production and operations 

management, (11) real estate and business education with three 

responses each and (12) insurance. None of those responding 

was majoring in economics. 

TABLE X 

PROFILE OF FEMALE JUNIOR AND SENIOR BUSINESS MAJORS 
BY COURSES OF STUDY 

Major Course of Study n Q, "6 

Finance 10 3.9 
Insurance 1 0.4 
Real Estate 3 1.2 
Marketing 55 21.7 
Fashion Marketing 10 3.9 
General Business 7 2.8 
Accounting 28 11.1 
Management 34 13.4 
Information Systems 18 7.1 
Personnel and Industrial 
Relations 23 

i—1 • 

Personnel and Organizational 
Behavior 26 10.3 

Business Education 3 1.2 
Production and Operations 
Management 5 2.0 

Economics 0 0.0 
Other 30 11.9 

Total 253 100.0 
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Based upon a 4.00 system, students were grouped into 

grade point ranges as illustrated in Table XI. The low 

range (G.P.A. 1.5-2.49) made up 15.8 per cent of respondents. 

Medium range students (G.P.A. 2.5-3.49) made up 62.1 per cent 

of the total and 22.1 per cent fell into the high grade range 

(G.P.A. 3.5-4.0). 

TABLE XI 

PROFILE OF FEMALE JUNIOR AND SENIOR BUSINESS MAJORS 
BY GRADE POINT AVERAGE 

Grade Point Average n % 

1.5 - 2.49 40 

00 • 
LO

 
i—

1 

2.5 - 3.49 157 62.1 

3.5 - 4.00 56 22.1 

Total 253 100.0 

Table XII reports 17.39 per cent of the respondents to 

be married, 78.66 per cent as single, and 0.79 per cent 

widowed, and 3.16 per cent divorced. 

TABLE XII 

PROFILE OF FEMALE JUNIOR AND SENIOR BUSINESS MAJORS 
BY MARITAL STATUS 

Marital n % 

Married 44 17.39 
Single 199 78.66 
Widowed 2 0.79 
Divorced 8 3.16 

Total 253 100.00 
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Table XIII reflects future employment plans following 

graduation. The majority, 95.7 per cent anticipated working 

full-time following graduation while 4.3 per cent expected 

to work part-time or intermittently to supplement a spouse's 

salary. 

TABLE XIII 

PROFILE OF FEMALE JUNIOR AND SENIOR 
BUSINESS MAJORS BY WORK PLANS 

Work Plans n % 

Full-time Career 242 95.7 

Part-time or Intermittent 11 4.3 

Total 523 100.0 

Table XIV shows the modal cumulative full-time work 

experience was 1-11 months with 23.7 per cent reporting 

that length of service. Only 9.1 per cent reported having 

no full-time work experience. Among all respondents 13.4 

per cent had one year's experience, 17.4 per cent had two 

years, 13.4 per cent had three years, 7.1 per cent had four 

years, 4.8 per cent had five years and 11.1 per cent had 

more than five years' experience. 

Desired Job Factors 

Hypothesis I states that there is no difference in 

respondent preference for various job factors among different 
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TABLE XIV 

PROFILE OF FEMALE JUNIOR AND SENIOR BUSINESS MAJORS 
BY CUMULATIVE FULL-TIME WORK EXPERIENCE 

Work Experience n Q. 
"O 

None 23 9.1 
1-11 months 60 23.7 
1 year 34 13.4 
2 years 44 17.4 
3 years 34 13.4 
4 years 18 7.1 
5 years 12 4.8 
more than 5 years 28 11.1 

Total 253 100.0 

demographic groups. Section II of the questionnaire sought 

to determine the strength of preference females attached to 

each individual job factor in relation to others in the 

group. Table XV summarizes the total student response to 

the job factor list found in Section II of the questionnaire, 

TABLE XV 

VALUE MEANS AND RANKINGS FOR TOTAL SAMPLE 
BY DESIRED JOB FACTORS 

Job Factor Mean Rank 

Advancement Opportunity 5.9881 3 
Fringe Benefits 5.1700 12 
Community Size and Kind 4.6245 15 
Company Reputation 5.2727 11 
Freedom in the Work Place 5.4563 10 
Geographical Location 4.9249 14 
Good Boss 5.9051 4 
Industry Prestige 4.5850 16 
Interesting Work 6.2880 1 
Job Security 5.7063 5 
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Job Factor Mean Rank 

Position or Title 5.1116 13 
Pay (Absolute Amount) 5.7036 6 
Reward Based on Merit 
or Productivity 5.5099 9 

Reward Based on Seniority 4.2372 18 
Size of Company 3.9407 19 
Travel and Recreation 4.5850 16 
Vocational Training 4.3557 17 
Working Conditions 5.6838 8 
Work with People 5.6865 7 
The Work Itself 6.2134 0 

On the Likert-like scale provided in Section II of the 

questionnaire, the lowest rank possible for any one factor 

was 1, indicating the least importance. The highest designa-

tion was 7, representing greatest importance. Four intrinsic 

rewards were ranked as the most important: interesting work, 

the work itself, advancement opportunity and good boss. The 

least in importance were travel and recreation, industry 

prestige, vocational training, reward based on seniority, 

and the size of the company. 

For this inquiry consideration was given to the demo-

graphic factors of age, race, major course of study, grade 

point average, marital status, whether a female anticipated 

maintaining a full-time career or working part-time or inter-

mittently to supplement a spouse's income, and the cumulative 

full-time work experience of the respondent. 

To the 0.05 level it was determined that there was no 

correlation between race, major course of study, whether one 
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was anticipating full-time career or part-time or intermit-

tent work or cumulative work experience and the strength of 

desire for any particular job factor. 

There was, however, a correlation between strength of 

preference for various job factors and the age, grade point 

average, and marital status of respondents (Table XVI). 

TABLE XVI 

CHI SQUARE CORRELATIONS BETWEEN DESIRED JOB FACTORS 
AND DEMOGRAPHIC FACTORS 

Demographic Factors 

Desired 
Job 

Factor 
Age 

Significance 

Grade 
Point 

Average 
Significance 

Marital 
Status 

Significance 

Fringe Benefits 0.0042 N.S. N.S. 

Community Size 
and Kind 0.0008 N.S. N.S. 

Company 
Reputation 0.0113 N.S. N.S. 

Job Security N.S. 0.0073 N.S. 

Position and/or 
Title N.S. 0.0144 0.0101 

Pay (Absolute 
Amount) N.S. 0.0144 N.S. 

Reward Based on 
Seniority N.S. 0.0188 0.0121 
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Age 

To the 0.05 level there was a correlation between age 

of respondents and three desired job factors: fringe bene-

fits, community size and kind, and company reputation. 

Fringe benefits.—Younger students' ages eighteen through 

twenty found fringe benefits relative unimportant in relation 

to other job factors presented (Table XVII). This may be a 

function of limited job market knowledge or limited work 

experience. It more likely reflects immediate time prefer-

ence and economic rationality. Many fringe benefits such as 

life insurance, retirement plans and even tax sheltered 

compensation become more important as age and family respon-

sibolities become more pronounced. 

Twenty-one- and twenty-two-year-olds were ambivalent 

again indicating a time preference. This age group may be 

most likely contemplating marriage or graduation with its new 

job and home or apartment and attendant "start up" expense. 

Thus, fringe benefits would take on a lesser role in their 

lives. 

The eldest group placed the greatest importance on 

fringe benefits. Preference for fringe benefits here also 

has a time element. It is a function of age. 

Community size and kind.--Attitudes of students eighteen 

through twenty-one were mixed (Table XVIII). 

Females twenty-two to twenty-five years of age placed 

greater importance on where they located and the community 
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characteristics than any of the other groupings. This may 

reflect the attitudes of young, primarily single females 

just entering the permanent job market. They would have, 

perhaps, greater discretion than older females who would 

be more likely married or heads of households and therefore 

more alternatives open to them. The presence or expectation 

of children may well alter this response. 

Older respondents had mixed reponses which may reflect 

their greater responsibilities and lesser discretion. Having 

fewer viable alternatives open to them, they simply placed 

greater importance on other job factors. 

Company reputation.—Response of those twenty-two and 

under was mixed (Table XIX). Those over twenty-two rated 

company reputation as important to very important. 

Grade Point Average 

There were correlations to the 0.05 level between grade 

point averages reported by respondents and the strength of 

their desire for job security, position or title, pay (abso-

lute amount), and reward based on seniority (Table XX). 

In each instance the greatest importance was attached 

to each job factor by those in the lowest grade point range. 

As grade point averages rose desire for each particular 

factor to which there was a correlation decreased. Thus, 

each was very important to those with low grade point average 

and unimportant to those with higher. 
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TABLE XX 

DISTRIBUTION OF RESPONSE TO DESIRE FOR INDUSTRY PRESTIGE, 
JOB SECURITY POSITION AND/OR TITLE, PAY 

(ABSOLUTE AMOUNT), REWARD BASED ON 
SENIORITY, AND GRADE 

POINT AVERAGE 

Desire Job Factor 
Grade Point Average Unimportant Neutral Important 

Job Security 

1.5 - 2.49 39 
2.5 - 3.49 3 4 150 
3.5 - 4.00 2 7 46 

Position and/or Title 

1.5 - 2.49 1 3 35 
2.5 - 3.49 4 26 126 
3.5 - 4.00 7 10 38 

Pay (Absolute Amount) 

1.5 - 2.49 28 12 
2.5 - 3.49 1 125 31 
3.5 - 4.00 1 51 3 

Reward Based on 
Seniority 

1.5 - 2.49 4 10 26 
2.5 - 3.49 31 44 82 
3.5 - 4.00 

,, 
20 16 19 

Marital Status 

Respondents indicated their marital status as married, 

single, widowed, or divorced. After combining those single, 

widowed,and divorced into one grouping termed "unmarried," 

a correlation between marital status and preference for 
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position or title and reward based on seniority was noted 

at the 0.05 level (Table XXI). 

TABLE XXI 

DISTRIBUTION OF RESPONSE TO DESIRE FOR POSITION 
AND/OR TITLE, REWARD BASED ON SENIORITY 

AND MARITAL STATUS 

Desired Job Factor 
Marital Status Unimportant Neutral Important 

Position or Title 

Married 6 6 32 
Unmarried 6 33 168 

Reward Based on 
Seniority 

Married 15 8 21 
Unmarried 40 62 107 

In each instance, married respondents placed little 

importance on each particular factor with which there was 

a correlation. Unmarried females were more positive in 

response. The suggestion here is that married respondents 

were in a second income posture and thus placed lower 

priority on position or title and reward based on seniority 

relative to other job factors offered. This may have been 

a function of their actually representing a second (though 

not a nonessential or lesser) income. While couples may 

have separate accounts their financial dealings emotionally 

and actually become interdependent. 
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Unmarried females in this sample were primarily single 

and never married suggesting they have no dependents. Having 

no family with which to identify they may be more likely 

than married respondents to identify with their jobs. Thus, 

position or title within the job context would take on greater 

significance. Specifically, career identification would bring 

certain status and recognition from an individual's peer group. 

Therefore, position or title may compensate for various ego 

fulfilling rewards indigenous to familiar relations unavail-

able to singles. 

Further, where the majority of "unmarried" respondents 

were single rather than widowed and divorced it might be 

reasonable to assume dependence upon a single income. 

Forced to be self-reliant, therefore, "unmarrieds" gave 

priority to reward based on seniority. This may simply 

reflect a need for a financial "cushion" or base from which 

to support themselves. Seen perhaps as a protective mechan-

ism, reward based on seniority might be considered instru-

mental in meeting needs not as pronounced among marrieds 

who have access to a second income. 

Expected Job Factors 

Hypothesis II states that there is no difference in 

respondent levels of expected satisfaction with various 

job factors among demographic groups. Section III of the 

questionnaire sought to examine the relative optimism or 
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pessimism held toward their new job experience. Table 

XXII summarizes the response for the entire group. On 

the Likert-like scale provided, the lowest rank possible 

for any one factor was 1 and indicated the greatest 

expected dissatisfaction. The highest rank was 6 and 

represented a feeling that the respondent would be totally 

satisfied with that factor in his next job. 

TABLE XXII 

VALUE MEANS FOR TOTAL SAMPLE 
BY EXPECTED JOB FACTORS 

Job Factor Mean 

Advancement Opportunity 4.4821 
Fringe Benefits 4.3267 
Community Size and Kind 4.2749 
Company Reputation 4.3293 
Freedom in the Work Place 4.3040 
Geographical Location 4.3400 
Good Boss 4.424 0 
Industry Prestige 4.2016 
Interesting Work 4.7080 
Job Security 4.4280 
Position or Title . 4.1880 
Pay (Absolute Amount) 4.3173 
Reward Based on Merit or Productivity 4.2520 
Reward Based on Seniority 4.8440 
Size of Company 4.2008 
Travel and Recreation 4.0520 
Vocational Training 4.1040 
Working Conditions 4.5520 
Work with People 4.6787 
The Work Itself 4.8400 

Consideration was given to the demographic factors 

considered in Section II of the questionnaire. It was 
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determined that there was no correlation between race, 

major course of study, grade point average, whether one 

was anticipating a full-time career or working part-time 

or intermittently and the degree of satisfaction expected 

on the new job. 

There was a correlation to the 0.05 level between 

various expected job factors and age, marital status, and 

cumulative work experience (Table XXIII). 

TABLE XXIII 

CHI SQUARE CORRELATIONS BETWEEN EXPECTATION RELATED 
TO JOB FACTORS AND DEMOGRAPHIC FACTORS 

Expected 
Job 
Factor 

Demographic Factors 
Expected 
Job 
Factor 

Significance 

Marital 
Status 

Significance Significance 

Freedom in the 
Work Place N.S. 0.0126 0.0016 

Good Boss 0.0522 N.S. N.S. 

Reward Based 
on Merit or 
Productivity 0.0037 0.0080 

Travel and 
Recreation N.S. 0.0121 N.S. 

Age 

There was a correlation between the age of respondents 

and their expectation of having a good boss (Table XXIV). 
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A similar relationship was found between the age of 

respondents and reward based on merit or productivity as 

shown in Table XXV. 

Good boss •—Respondents under twenty-two had mixed 

feelings about the kind of bosses they would encounter. 

Those older, while not particularly optimistic, did expect 

to be satisfied with their superiors. 

Reward based on merit or productivity.—Those eighteen 

to twenty-three had mixed feelings about how much remunera-

tion would be based upon merit or productivity. Females 

twenty-four to twenty-nine were the most optimistic about 

being rewarded on that basis. Those over twenty-nine were 

uncertain as to what they had in store. 

Marital Status 

Respondents designating themselves as single, widowed, 

or divorced were combined into one category termed "unmarried." 

When the unmarried group was compared with the married cor-

relations were noted between marital status and freedom in 

the work place and opportunity for travel and recreation 

(Table XXVI). 

Freedom in the work place.--Married respondents were 

ambivalent concerning their expectations. This may reflect 

a desire for greater freedom, but an inability to easily 

attain it or relocate because of marital responsibilities. 
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TABLE XXVI 

DISTRIBUTION OF RESPONSE TO EXPECTATION OF FREEDOM 
IN THE WORK PLACE AND TRAVEL AND RECREATION 

BY MARITAL STATUS 

Expected Job Factor 
Marital Status Dissatisfied Satisfied 

Very -
Totally 
Satisfied 

Freedom in the 
Work Place 

Married 7 12 24 
Unmarried 27 108 72 

Travel and Recreation 
Married 6 30 7 
Unmarried 43 114 50 

Not overly optimistic, unmarried respondents expected 

to be satisfied with the degree of freedom in the work 

place available to them. 

Travel and recreation.—These opportunities were 

viewed with mild optimism by married females. It may be 

that those who are married either subordinate their wishes 

to their family or would find it difficult to pick up and 

relocate. Overall, they expected to be satisfied with 

opportunities present. 

Unmarried respondents had mixed feelings about whether 

or not their desires would be met. 

Work Experience 

There was a correlation between length of full-time 

work experience and the expected level of satisfaction 
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with freedom in the work place and reward based on merit 

or productivity (Table XVII). 

TABLE XXVII 

DISTRIBUTION OF RESPONSE TO EXPECTATION OF FREEDOM 
IN THE WORK PLACE AND REWARD BASED ON MERIT OR 
PRODUCTIVITY BY CUMULATIVE WORK EXPERIENCE 

Expected Job Factor 
Cumulative Work 
Experience Dissatisfied Satisfied Satisfied 

Freedom in the 
Work Place 

None 3 11 9 
1 - 1 1 months 2 37 20 
1 year 10 10 14 
2 years 6 21 16 
3 years 9 17 7 
4 years 1 5 12 
5 years 2 3 7 
Over 5 years 1 16 11 

Reward Based on 
Merit or 
Productivity 

None 2 14 7 
1-11 months 5 36 18 
1 year 9 14 11 
2 years 4 24 15 
3 years 8 20 5 
4 years 3 4 11 
5 years 1 8 3 
Over 5 years 3 9 16 

Freedom in the work place.—Females having fewer than 

three years of cumulative work experience tended to be the 

least optimistic. As the amount of job experience increased 

the general level of optimism also increased. 
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Reward based on merit or productivity.—Females having 

fewer than three years cumulative full-time experience were 

less optimistic about being rewarded on the basis of per-

sonal productivity and merit than were those having more 

than three years' experience. 

Desires and Expectations 

Hypothesis III states that there is no relationship 

between all respondents' overall mean preference for various 

job factors and the mean level of expected satisfaction to 

be derived from individually corresponding job factors. 

There was a positive Spearman rank correlation between 

the strength of preference or desire for each individual 

Desired Job Factor in Section III of the questionnaire and 

the correponding degree of optimism or expectation of satis-

faction toward the same job factor in Section III of the 

questionnaire (Table XXVIII). Therefore, the hypothesis 

was not supported. 

As preference or desire for a specific job factor 

increases, the expectation of satisfaction on the job in 

reference to that job factor also increases. Conversely, 

as desire for a particular job factor decreases the corres-

ponding level of expected satisfaction also falls. To some 

extent the explanation for the relationship between desire 

and expectation may be a function of the relative youth of 

respondents and the limited cumulative full-time work 
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experience reported. Both, perhaps, would foster a sim-

plistic response. 

TABLE XXVIII 

SPEARMAN RANK CORRELATIONS - DESIRED JOB FACTORS 
BY CORRESPONDING EXPECTED JOB FACTORS 

Job Factor c. Significance 

Advancement Opportunity .001 

Fringe Benefits .001 

Community Size and Kind .004 

Company .001 

Reputation .001 

Freedom in the Work Place .001 

Geographical Location .001 

Good Boss .001 

Industry Prestige .001 

Interesting Work .001 

Job Security .001 

Position or Title .001 

Pay (Absolute Amount) .001 

Reward Based on Merit or Productivity . . . . .001 

Reward Based on Seniority .001 

Size of Company .001 

Travel and Recreation .003 

Vocational Training .001 

Working Conditions .001 

Work with People .001 

The Work Itself .001 

Value means and rankings for the total sample by 

desired job factors (Table XV) indicated (1) interesting 
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work, (2) the work itself, (3) advancement opportunity, 

(4) good boss, and (5) job security to be most important 

to respondents. Thus, respondents were optimistic about 

and expected their work following graduation to be inter-

esting, to provide adequate advancement opportunity, to 

include a good boss and have an ample climate of job 

security. 

On the opposite end of the scale, they gave lowest 

priority to (1) travel and recreation, (2) reward based 

upon seniority, and (3) size of company. In other words, 

they were less optimistic about and expected to be somewhat 

dissatisfied with opportunities for travel and recreation 

in their new location, reward based upon seniority, and 

the relative size of the firm they would join. They 

expected, in sum, to be less satisfied with those factors, 

but then they were seen as the least important also. Atti-

tudes toward and perceptions of those lesser job factors 

may be neutralized so far as their organizational impact 

is concerned. 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

In this final chapter, conclusions and general summary 

statements or inferences will be drawn from the findings 

of the hypotheses. Recommendations will be indicated for 

future research. 

Introduction 

The intent of this dissertation was to add one more 

stroke to the canvas depicting female attitudinal impact on 

labor market. Specifically, this work derived attitudinal 

input from female college business majors concerning their 

preferences for various job factors and their expected levels 

of satisfaction with those job factors in new job situations 

following graduation. Additional information was related to 

their desire for and corresponding expected satisfaction with 

particular job factors. 

The study sampled 397 females who were junior or senior 

level business majors and citizens of the United States. 

From that group 253 or 61.7 per cent were anticipating 

beginning work with a new employer following graduation. 

Because of the nature of the inquiry only this latter group 

was analyzed. 

85 
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Chapter III of the dissertation presented the research 

design and methodology used in this study. Briefly data 

were gathered from a three part questionnaire distributed 

through respondents' classes. Section I collected demo-

graphic background data, Section II recorded the desire 

level females held toward twenty job factors, and Section 

III reported their expected level of satisfaction with those 

same job factors. Findings were presented in Chapter IV. 

Summary of Research 

The "typical" female business student analyzed was 

drawn only from those who were majoring in business, were 

citizens of the United States and were anticipating work 

with a new or different employer following graduation. She 

was 21.7 years of age, white, and chose marketing as her 

primary business field. Her grade point fell into a middle 

range (2.5-3.49 on a 4.00 scale). She was single and 

expected to have a full-time career. She had between 1 

and 11 months of cumulative full-time work experience. 

Basic Demographic Background Factors 

Tables I, II, III, IV, V, and VI (in Chapter IV) detail 

findings from Section I of the questionnaire which dealt 

with basic demographic background factors. 

Females responding ranged in age from 18 to 37 years. 

The greatest number were white followed by blacks, American 
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Indian, Eskimo or Aleuts, Spanish origin, and "other." None 

indicated her race as Asian or Pacific Islander. 

From the most popular to the least of the major cate-

gories were marketing, management, other, accounting 

personnel and organizational behavior, personnel and indus-

trial relations, information systems, finance and fashion 

marketing each with ten responses; general business, produc-

tion and operations management, real estate and business 

education with three responses each; and one insurance. 

Having designated 1.5-2.49 as a low grade range prior 

to distribution of the questionnaire it was found that grade 

point averages actually ranged from 2.00 to 4.00. Low grade 

range students (1.5-2.49) accounted for 15.8 per cent of the 

sample, medium range students (2.50-3.49) made up 62.1 per 

cent of the sample while 22.1 per cent of the sample fell 

into the high grade point average range (3.5-4.00). 

Married respondents made up 17.39 per cent of the total. 

Single students consisted of the remaining 82.61 per cent, 

with 78.66 per cent single, 0.79 per cent designating them-

selves as widowed, and 3.16 per cent divorced. 

The vast majority of business majors considered the 

future as including a full-time career. A full-time career 

was planned by 95.7 per cent of respondents while 4.3 per 

cent planned to work part-time or intermittently to supple-

ment the earnings of a spouse. 
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Respondents with no full-time experience made up 9.1 

per cent of the total. Those with 1 to 11 months were 23.7 

per cent, having 1 year were 13.4 per cent, with 2 years 

17.4 per cent, 3 years 13.4 per cent, 4 years 7.1 per cent, 

5 years 4.8 per cent, and more than 5 years 11.1 per cent. 

Results of Testing the Hypotheses 

Hypothesis I.—Hypothesis I states that there is no 

difference in respondent preferences for various job factors 

among different demographic groups. 

Chi square statistics were computed for each Desired 

Job Factor listed in Section II of the questionnaire. Each 

was cross-tabulated with the following demographic background 

factors: age, race, major course of study, grade point 

average, marital status, whether one planned maintaining a 

full-time career or anticipated working part-time or inter-

mittently to supplement a spouse's earnings, and cumulative 

full-time work experience. 

It was determined that there was no correlation between 

race, major course of study, whether one was planning to 

work full-time or part-time, and cumulative work experience, 

and the strength of desire for any particular job factor. 

There was a positive correlation at the 0.05 level 

between strength of or preference for various job factors and 

age, grade point average, and marital status of respondents 
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(Tables XIX, XX, and XXI). Therefore, Hypothesis I was 

supported by four of the seven demographic background fac-

tors. 

Specifically, there was a positive correlation between 

the desire for fringe benefits, community size and kind and 

company reputation and the age of respondents. Job security, 

position or title, pay (absolute amount), and reward based 

on seniority were positively correlated with grade point 

average. Marital status was correlated with position or 

title and reward based on seniority. 

Hypothesis II.—Hypothesis II states that there is no 

difference in respondent levels of expected satisfaction with 

various job factors among demographic groups. 

Chi square statistics were computed for each Expected 

Job Factor listed in Section III of the questionnaire. Each 

was cross-tabulated with demographic background factors of 

age, race, major course of study, grade point average, mari-

tal status, whether one planned maintaining a full-time 

career or anticipated working part-time or intermittently 

to supplement a spouse's earnings, and cumulative full-time 

work experience. 

It was determined that there was no correlation between 

race, major course of study, grade point average, whether 

one planned maintaining a full-time career or anticipated 

working part-time or intermittently to supplement a spouse's 
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earnings, and the expected satisfaction toward any particu-

lar job factor. 

There was a positive correlation between age, marital 

status, cumulative full-time work experience, and the 

expected satisfaction toward various job factors (Tables 

XXII, XXIII, XXIV, XXV, XXVI, and XXVII). Therefore, 

Hypothesis II was supported for four of the seven demo-

graphic background factors. 

Specifically, there was a positive correlation between 

the age of respondents and the expected satisfaction that 

they would feel toward reward based on merit or productivity 

and opportunity for travel and recreation. Marital status 

was correlated with the expected level of satisfaction with 

their freedom in the work place and opportunity for travel 

and recreation. The expected level of satisfaction with 

freedom in the work place and being rewarded on the basis 

of merit or productivity were related to cumulative full-time 

work experience. 

Hypothesis III.—Hypothesis III states that there is 

no relationship between respondents' preferences for various 

job factors and the level of expected satisfaction derived 

from those same job factors. 

There was a positive Spearman rank correlation between 

the strength of preference or desire for each individual 

Desired Job Factor in Section II of the questionnaire and 
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the corresponding degree of optimism or expected satis-

factor toward the same factor in Section III of the 

questionnaire (Table XXVIII). Therefore, the hypothesis 

was not supported. 

Conclusions 

Previous research has noted varied perceptions of 

compensation between males and females. Similarly, women 

differ among themselves with regards to various aspects 

of the work environment. In this section,consideration 

will be given to some of the findings of this study in 

particular as they relate to differing perceptions among 

female students. 

Desired Job Factors 

While the findings of this study cannot establish a 

causal link between various demographic factors and pref-

erence for specific job factors,there were associations 

found which are enlightening. 

Race.—No association was found between the prefer-

ence for various job factors and racial background of 

respondents. The prudent recruiter seeking minority women 

as candidates, then, would do well to avoid stereotypic 

thinking when presenting job opportunities to any particu-

lar racial group of women. It cannot be said, for example, 

that one racial group of women wants rapid advancement 

while another wants prestige or title and high pay. 
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Major course of Study.—While research has revealed 

personality characteristics unique to business majors in 

general compared to those from other academic areas such 

as liberal arts, it cannot be assumed that the job pre-

ferences indicated by those characteristics necessarily 

vary among major fields of study within the college of 

business. 

Counselors, then, cannot take for granted that women 

from particular majors are choosing that field of study 

within the College of Business on the basis of preference 

for any particular set of job factors. Rather, they may 

be simply making that decision on the basis of expediency, 

peer pressure, interest, or a perception of opportunity. 

Thus, as university enrollments decline, an emphasis 

on recruitment and retention of students becomes more 

significant. As business schools escalate recruitment and 

retention efforts,it cannot be assumed that by presenting 

particular job factors as benefits of majoring in a given 

area,students will be enticed into that field. 

From a recruiter's perspective,it may prove counter-

productive to seek candidates for employment by "pitching" 

the job factors thought important to those with majors in 

any particular field. 

Work plans.—The vast majority of women indicated that 

they planned to work full-time rather than intermittently 
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or part-time to supplement a spouse's income. Those antici-

pating part-time or intermittent work roles and thus most 

likely to take on a greater housewife and home role were 

in the minority. 

The popular notion that women who choose to work part-

time are somehow different in nature than those who opt for 

a more active work role does not seem true so far as pre-

ference for work job factors is concerned. It cannot be 

said that work-oriented women, collectively, are seeking 

different rewards from their work than are those seeking a 

home-oriented career. 

Personnel managers seeking part-time or peak-load 

persons in functional or specialized areas characterized by 

tight labor markets may be wise to provide a "cafeteria" 

list of benefits from which part-time female candidates 

might choose. Assuming such a plan is legally and eco-

nomically viable, it might prove mutually beneficial to 

employee and employer alike engendering loyalty and depend-

ability. 

Age.—Concerning fringe benefits, the youngest of 

respondents, those under twenty years of age, were un-

interested in fringe benefits. This may indicate that 

firms having work study or summer programs intended to 

enhance future recruitment opportunities may want to beam 

public relations pieces to this group based on other job 

related benefits. 
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The response of 21- to 22-year-olds was mixed. This 

may reflect the basic unsettling evidenced in those making 

the transition from adolescence to adulthood. This group 

is on the bridge between immaturity and accepting the 

responsibilities and opportunities of adulthood. This, 

coupled with the general uncertainty of their age, leads 

to conflicting personal demands and priorities. 

Beyond this age, as years advanced, the relative 

importance attached to fringe benefits increased. Thus, 

fringe benefits become a more useful recruiting tool. 

The community size and kind in which 22 to 25 year old 

women would locate was noted as important by respondents. 

This particular age group may be considered susceptible to 

jobs more closely "fitting" individual and organizational 

goals to the opportunities found in community settings. 

The response of those falling outside of the 22- to 25-

year-old range was mixed. Younger students, having been 

preoccupied with college life and their own interests have 

not felt the significant impact that community surroundings 

and influences can make on individual life style. Those 

beyond 25 years of age have different circumstances explain-

ing the mixed response of their group. 

The majority of those 25 and older are self-supporting, 

and thus their options are somewhat different, individually, 

than those younger than 22 years of age. Further, respon-

dents in this age group fall into two basic groups: (1) 
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those single without dependents, and (2) those unmarried 

or married with dependents. The divergence of demands 

made on these two groups may explain, in part, the mixed 

response reported. 

Those having dependents, specifically, are more likely 

attuned to differing needs and life styles than those with-

out dependents and the community size and kind in which 

they locate takes on greater significance relative to other 

job factors. Those without dependents have greater discre-

tion as to the location and timing of a move and have thus 

given that job factor greater status. 

The response to company reputation as a job factor by 

those younger than 22 was mixed. Those older, however, 

attached a much greater importance to company reputation, 

perhaps indicating that through enhancement of organiza-

tional image, the number of candidates recruited from business 

schools might be increased. 

In particular, smaller firms that are perhaps regionally 

known or only familiar in professional circles may increase 

their recruitment potential by utilizing public relations 

pieces targeted to students emphasizing the reputation of 

the firm in its industry or markets. Reference may be made, 

by association, to dealings with larger more prestigious 

companies or the government by showing a supplier or client 

relationship. 



96 

Grade point average.—As grade point average reported 

by students declined, the desire for job security increased. 

Whether this reflects a lack of motivation among lower grade-

point students or simply a tendency to take fewer risks is 

open to conjecture. Some women who are attending school 

while supporting themselves may have found the academic 

route to better earnings and working conditions a strenuous 

one. Trying to support themselves and also attend the 

university, they may have preferred more job security over 

other job factors. 

While there has been found no relationship between high 

grade point average and success on the job one might be 

careful about where individuals with low grade point averages 

are placed. If they are seeking job security, they may not 

be found in commission sales for example. In recruiting and 

retaining persons for routine tasks, or tasks not demanding 

discretionary or creative action, provision for job security 

may be significant. 

Students with low grade point average placed greater 

importance on position or title than any of the other two 

grade point ranges. As grade point averages declined, the 

importance attached to position or title and its attendant 

standing and status increased. This would suggest that 

underachievers may be most inclined to press for position 

or title and be dissatisfied when that isn't forthcoming. 

Further, if given a title without commensurate responsibility 
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and productive performance, that individual may take on an 

inflated attitude of self-importance and demand higher 

wages. In addition, if students with lower grade point 

averages are also seeking job security, they are less likely 

to seek other employment, possibly causing unit productivity, 

as well as morale, to suffer. 

In the orientation process, all participants should be 

given an indication of career path potential ans what their 

chances are in that path, as well as a realistic picture of 

what performance will be necessary to reach successive levels. 

In reference to the absolute amount of pay one might 

receive on the job, students with lower grade point averages 

reported the greatest importance. The higher the grade 

point average reported by respondent females, the lower the 

priority given to pay. 

While strictly conjecture, students with lower grade 

point averages may be more outer directed than their counter-

parts with high grade point averages. In other words, those 

having higher grade point averages may be in the position of 

setting their own standards, personally held, of success, 

while students with lower grade point averages are accustomed 

to following the tastes of their peer group, or of the popu-

lar media and its personalities. If that is true, at least 

the importance of money to that 

group, so far as it is instrumental in providing the outward 

trappings of "success." 

in part, it might explain 
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Students with lower grade point averages also preferred 

rewards based upon seniority more than did those with medium 

or high grade point averages. This finding might suggest that 

students with grade point averages are simply reaping the 

rewards of greater investment in human capital. Having devel-

oped skills which are in greater demand than those colleagues 

with lower averages, they depend upon the market place to set 

rewards, rather than seniority. If this be the case, reward 

based upon seniority would certainly take on a lesser value 

to those with higher grade point averages and productive 

capacity. 

In sum, three of the four job factors preferred by those 

having low grade point averages relate directly to measurable 

personnel costs, and the fourth, position or title, may influ-

ence pay grades and wage compression if lesser persons are 

placed in those positions or given titles without productive 

responsibility. 

Marital status.—Married respondents placed little 

importance on each particular factor to which there was a 

correlation: position or title and reward based on seniority. 

Unmarried females were more positive in their responses. The 

implication is that married respondents were in a second 

income posture and thus placed lower priority on position or 

title and reward based on seniority relative to other job 

factors suggested in the questionnaire. This may have been 
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a function of their actually representing a second (though 

not a nonessential or lesser) income. While couples may 

have separate accounts, for example, their financial deal-

ings emotionally and actually become interdependent. 

Unmarried females in this sample were primarily single 

and never married suggesting they have no dependents. 

Having no family with which to identify, they may be more 

likely than married respondents to identify with their jobs. 

Thus, position or title within the job context would take 

on greater significance. Specifically, identification with 

one's career and its attendant rewards may compensate for 

rewards indigenous to familiar relationships which are 

unavailable to singles. 

Further, where the majority of "unmarried" respondents 

were single rather than widowed and divorced, it might be 

reasonable to assume dependence upon a single income. 

Forced to be self-reliant, therefore, "unmarrieds" gave 

priority to reward based on seniority. This may simply 

reflect a need for a financial "cushion" or base from which 

to support themselves. Seen, perhaps, as a protective 

mechanism, reward based on seniority might be considered 

instrumental to meeting needs not as pronounced among 

married women having access to a second income. 

It was a bit puzzling to find that only unmarried 

women responded positively toward reward based on seniority. 
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Logic would suggest that those who have no particular 

family ties would be freer to take risks in their work 

and thus grasp the potential for greater rewards. However, 

when the finding concerning the correlation between marital 

status and position or title and reward based upon senior-

ity are taken as a pair one might see a differing relation-

ship suggesting a desire for patterned, stable career 

pathing. Taken together, this may indicate that there is 

an underlying desire for predictability on the job. 

Expected Job Factors 

It was assumed that, to a certain extent, the expected 

satisfaction level reported by students was an indication 

of general optimism toward the particular aspect of a job 

represented by the job factor. At this point considera-

tion will be given to the relative optimism held by various 

demographic groups of students reporting. 

Race.—Whites and nonwhites, collectively, cannot be 

said to be optimistic or pessimistic toward their future 

job situations. It would seem that they are not entering 

the job market with preconceived notions concerning their 

work place and their role in it. 

So far as it concerns business majors in particular, 

it cannot be said that white women are pessimistic about 

any particular job factors because of "reverse discrimination" 
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and nonwhites are pessimistic as a result of hiring or 

other racial biases. 

Major course of study.--There is no relative optimism 

or pessimism associated with particular departments within 

the college of business. It cannot be said, for example, 

that business education majors are less optimistic than 

are accounting majors about their job prospect so far as 

job factors are concerned. 

Work plans.—Collectively, students planning to work 

full-time are no more or less optimistic about their work 

situations than are those preferring a part-time or inter-

mittent working mode. Whether taking a work career or a 

home career, the expectations of women responding were 

mixed. 

Coupling this finding with the lack of correlation 

between full-time and part-time preference and desired job 

factors may suggest a new market for business students. 

The portion of students indicating they were majoring in 

business and planning to work part-time was very small. 

In recruiting business majors, administrators might con-

sider emphasizing training that provides marketable skills, 

transferable from industry to industry, adaptable geograph-

ically, and appropriate to variable scheduling. 
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Age.—There was an association indicated between the 

age of respondents and the expected satisfaction level of 

females with their potential bosses. Those younger than 

22 years offered a mixed response, but those 23 years of 

age and older were clearly more optimistic about the type 

of boss they would encounter. 

Assuming that older women had greater cumulative full-

time work experience to their credit they would have had 

a corresponding greater length of time to accumulate 

superior and subordinate work experience and adaptation. 

Thus, having learned to adapt to and accept a broader range 

of management styles on the part of individual bosses they 

would foresee fewer difficulties in a new job and know 

better what to expect in that situation than would their 

younger counterparts. 

This might also suggest that 18- to 22-year-olds do not, 

collectively, know what to expect concerning potential bosses, 

Individual applicants may be naively optimistic and have 

higher expectations than individuals with a more pessimis-

tic outlook. In either case, orientation of younger stu-

dents may include open discussion of various management 

styles found in differing technical environments within the 

organization. A realistic picture may be portrayed of con-

straints on behavior to better align individual expectation 

with organizational reality. 
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Women 18 to 23 years of age exhibited a mixed response 

to reward based upon merit or productivity. This group 

may have been unclear as to precisely what was meant, or how 

such a compensation system might function in practice. 

Those older than 29 years also gave a mixed response. 

Considering that most of that group are self-supporting and 

therefore probably commute and work while attending school, 

this was no surprise. The time frame for completion of 

their degree may be advanced to such a horizon that it was 

unreasonable for them to imagine what to expect. 

Those women 24 to 29 were collectively optimistic 

about being rewarded on the basis of merit or productivity. 

This may indicate a work or generation gap. A work gap 

may exist in the sense that this group would have the work 

experience that the younger women would not have and would 

be more realistic. Compared to the older women they would 

have work experience perhaps unavailable to older working 

women who were retooling or changing career paths later in 

life, perhaps after child bearing. 

Marital status.—Married women were mixed in their 

response to expected satisfaction and freedom found in the 

work place. Unmarried women, collectively, were pessimistic. 

This pessimism among the later group may be an outgrowth of 

the relatively few constraints and limits placed on the 

living freedom of the unmarried. This group, having no 
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children or family responsibilities, would have broader 

interests beyond home life and more time available to 

nurture those interests. Being accustomed to freedom in 

their life style, they may have seen the constraints or 

structure associated with a business career inhibiting and 

therefore they were pessimistic toward adapting to new 

constraints. 

The unmarried, perhaps, would benefit by having a 

realistic orientation describing, outlining, or engendering 

discussion concerning constraints such as schedules and 

hours, decision making reality and discretion on the job. 

Unmarried women were mixed in their reported feelings 

about the opportunity for travel and recreation which would 

be available in their new job location. Married respond-

ents, on the other hand, were mildly optimistic that would 

be satisfied with the opportunities they would encounter. 

It may be that married respondents having family 

responsibilities find enjoyment and a degree of fulfillment 

in their families. Thus, travel is secondary in importance 

and recreation opportunities are closely tied to the wishes 

and desires of family members. This, considered along with 

the fact that virtually all married women have access to a 

second income and thus do not have to relocate, may have 

influenced their expectation of satisfaction with this 

factor in particular. 



105 

Cumulative full-time work experience.—Those reporting 

fewer than three years of cumulative full-time work experi-

ence were pessimistic concerning freedom in the work place. 

Assuming that those responding with three or fewer years of 

experience were younger and thus unmarried, it might be 

reasonable to conclude they were at a differing maturation 

level and have less work experience than their counterparts. 

Further, being unmarried, they may have, as in the case of 

marital status above, seen the constraints of a new job as 

limiting the discretion they enjoyed on their own time. In 

other words, as one accumulates full-time work experience 

she adapts and adjusts more readily to the constraints on 

behavior indigenous to a given organizational climate and 

specific management styles associated with differing techno-

logies . 

Summary 

Where levels of expected satisfaction on the job appear 

in this study to be associated with the age, marital status, 

and cumulative full-time work experience of respondents, it 

might be concluded that those same levels of expected satis-

faction are a function of maturation and time. Age is a 

result of time, older students are more likely to be married 

than younger, and older students are more likely to have 

accumulated more full-time work experience. 

While expected satisfaction or optimism about specific 

job factors did not move directly with age, it did vary 
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within age groups. Those under twenty-two, for example 

had mixed feelings about having a good boss and those 

under twenty-three about being rewarded on the basis of 

merit or productivity. Older respondents were not overly 

optimistic about having a good boss, but expected to be 

satisfied. Reward based on productivity was most opti-

mistically held by those twenty-four to twenty-nine. 

Older respondents were less certain. Similarly, married 

respondents had decidedly different feelings about their 

jobs than did their unmarried counterparts. Further, 

concerning cumulative full-time work experience, it was 

found that as the amount of experience increased so did 

the level of expected satisfaction increase with respect 

to freedom in the work place and opportunity to be 

rewarded on the basis of merit or productivity. 

Thus, it may be reasonable to conclude that expected 

levels of satisfaction on the job may be linked to time 

and maturation of students. Retention and counseling of 

students, then, may be more complex than it would first 

appear. Students viewing their job prospects with varying 

degrees of optimism may be influenced to carry on their 

scholastic efforts, change majors, or drop out of school 

entirely. Adjustment of counseling technique to allow for 

a combination of age, marital status, and cumulative full-

time work experience and other possible indicators of 

maturation may be appropriate. The ramifications for 

further study are significant. 
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Specifically, it has been suggested that employees' 

attitudes toward their jobs are more positive prior to than 

following employment (2). Negative attitudes, then, may 

result from employees1 holding unrealistic notions or expec-

tations about that anticipated work situation which cannot, 

in actuality, be met. It might be said that collection of 

relevant job information and adaptation to organizational 

constraints on behavior is part of the maturation process 

within an individual. Some workers adjust,and make the 

enterprise a better place. Others, however, disrupt or 

leave. 

Making job information available to students before 

hiring might alleviate, in part, the negative aspects of 

unrealistic expectations (3). Firms might consider provid-

ing female role models to potential applicants early in the 

interviewing process. These role models might be open to 

questions and may discuss topics or present material can-

didly to prompt questions and discussion. 

A related suggestion might involve the inclusion of 

"Realistic Job Previews" (4) in the recruiting and orienta-

tion processes. As early as 1956 Weitz (5) found that 

organizations that presented a realistic picture of their 

firm and its operations had no more difficulty recruiting 

prospective employees than those firms offering applicants 

a more unrealistically positive image. Data presented to 

potential workers could be presented in any of a number of 



108 

forms, but might include five areas (1): (1) customer 

relations, (2) co-workers, (3) supervision, (4) duties and 

policies, and (5) hours. 

Recommendations 

As a result of this study, several new questions have 

emerged, indicating potential areas for further study. The 

most logical step to be taken next may be the inclusion of 

or comparison with a sample of male students. 

Four general areas of inquiry might be considered. 

Longitudinal Study 

A longitudinal study may shed light on possible rela-

tionships between aspiration level of students and quit or 

turnover rates. In other words it might answer the question: 

do those who expect disappointment with a particular aspect 

of a new job actually find it, or are they pleasantly sur-

prised? 

Mind-set 

A related issue is that of mind-set. The question is: 

are there individuals who are pessimistic about most of the 

job factors presented and others who are predominantly 

optimistic, or do individuals have islands of optimism and 

pessimism? 

Family Status 

Here the focus is on the socio-economic status of the 

respondent's family. One might inquire: are desire for 
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various job factors and related expected satisfaction on 

the job functions of one's socio-economic background and 

training during childhood and adolescence? 

Political Orientation 

One's political beliefs, as well as willingness to 

act on those beliefs, is the issue here. The question 

involved might be: what relationship does political 

activism play in predicting work values or expectation 

of satisfaction? On a practical level, one might ask 

whether these are differences in job attitudes and per-

ceived future job satisfaction among women who either: 

(1) actively support union causes; (2) those who give mental 

assent to union views, but are essentially passive; and 

(3) women who are anti-union. 
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QUESTIONNAIRE 

Part I 

Please answer the following questions by entering the appropriate number 
the spaces to the right. Leave NO answer space emDty. Your response 

is anonymous. ~ — 

1. Age 

2. Sex 

LO. 

1—male 2—female 

3. Race - - - - - - - - - - - - -

X white 4—Asian and Pacific Islander 
I black 5—Spanish Origin 
3—American Indian/Eskimo/Aleut 6—Other 

4. Major Course of Study 
1 finance 9—information systems — 
2 insurance 10—personnel and industrial relations 
j real estate 11 personnel and organization behavior 
4 marketing 12—business education 
5 fashion marketing 13 production and operations management 
6—general business 14—economics 
7—accounting 15—other 
8—management 

5. Grade point average (4.00 scale) -

6. Are you 1—undergraduate? 
2—graduate? 

7. Marital Status -
1—married 3--widowed 
2—single 4—divorced 

8. Following graduation do you plan to start to work with a new employer' 
1—yes 2—no 1 

Following graduation do you anticipate - - — - — - — — - — 
1 maintaining a full-time career? 
2—working part-time or intermittently to supplement 

a spouse's salary? 

How mucn CUMULATIVE full-time work experience do you have? 
1 none 5—3 years 
2—1-11 months 6—4 years 
3—1 year 7—5 years 
4 2 years 8—more than 5 years 

11. Are you a citizen of the United States? 
1—yes 2—no 

Please continue now with Part II on the following page. 
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PART II 

Desired Job Factors 

When seeking an employer some job factors are more significant to you than others. 
After considering the entire list below ask yourself: "How important to me are 
e a c h 2l t h e s e j Q b factors in relation to the entire list?11" Circle theTumber— 
best describing the importance you attach to each relative to the others. 

The Least Very un- Un- Very The Most 
Important important important Neutral Important Important Important 

Advancement 1 
Opportunity 

Fringe 1 
Benefits 

Community 1 
Size and Kind 

Company Reputation 1 

Freedom in I 
the Workplace 

Geographical 1 
Location 

Good Boss 1 

Industry Prestige 1 

Interesting Work 1 

Job Security 1 

Position and/or 1 
Title 

Pay (Absolute 1 
Amount) 

Reward Based on 1 
Merit or 
Productivity 

Reward 3ased on I 
Seniority 

Size of Company 1 

Travel and 1 
Recreation 

Vocational 1 
Training 

Working Conditions 1 

Work with People 1 

The Work Itself 1 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

5 

5 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

7 

7 

7 

7 

7 

7 

7 

7 

7 

7 

7 

7 
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Part III 

Expected Job Factors 

3elow is a duplicate list of job factors. Think, now, of your next job followina graduation. 
Considering each job factor independently answer the question: "How satisfied do I expect to 
oe with my NEXT job?" by circling the appropriate number. 

totally dissat. -means I will be totally dissatisfied 
very dissat, -means I will be very dissatisfied 
dissat, -means I will be dissatisfied 
sat. -means I will be satisfied 
very sat. -means I will be very satisfied 
totally sat. -means I will be totally satisfied 

Advancement Opportunity 

rringe Benefits 

immunity Size and Kind 

Company Reputation 

rreedom in the Workplace 

Geographical Location 

Good Boss 

Cndustry Prestige 

[Interesting Work 

Fob Security 

'osition and/or Title 

>ay (Absolute Amount) 

leward Based on Merit or 
Productivity 

teward Based on Seniority 

5ize of Company 

?ravel and Recreation 

Vocational Training 

forking Conditions 

fork with People 

?he Work Itself 

totally 
dissat. 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

very 
dissat. 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

dissat. 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

sat. 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

very 
sat. 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

5 

totally 
sat. 

6 

6 

6 
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